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EXECUTIVE SUMMARY 


LABOUR MARKET INFORMATION FOR 
HAMILTON-WENTWORTH 


A NEW PERSPECTIVE 


What is the "New Perspective" of the Hamilton-Wentworth 
labour market? In part, it is an approach that examines 
the structural and systemic issues impacting on effective 
training. It involves new practices of determining 
information requirements so that this community can 
better apply, in a functional way, the results of the 
information gathered. It puts forward a new challenge of 
enhanced partnerships to ensure the effectiveness and 
efficiency of training. And it debunks the myth that 
business, particulary small business, is not committed to 
training, especially when they understand what is at 
stake. 


This report is the result of 166 interviews with area 
companies large to small. In comparison, the framing 
document for training in Ontario, the Premier's Council 
Report, People and Skills in the New Global Economy used 
interviews from 136 companies while the Ministry of 
Skills Development's The Training Decision: Training in 
the Private Sector incorporated interviews from 100 
companies. 


We spoke to these 166 companies to explore their 
attitudes toward training as well as to extract the hard 
data necessary to complete this assessment. 


But, in order to examine the labour market realities of 
Hamilton-Wentworth we required a perspective that did 
more than analyze statistical abstractions. 


tranSKILLS embarked on this Labour Market Needs 
Assessment with the view that it was part of a greater 
community plan. A plan that would validate existing 
labour market data, determine the skills to attract 
industry, identify labour market trends and gaps, verify 
economic development prospects, develop a skills training 
strategic plan and ultimately create the strategies and 
processes to continuously collect information on the 
relation of skills training and economic development and 
its impact on attracting business and industry to the 
region. 
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We asked ourselves some key questions - "What information 
currently exists?" and came up with some partial answers 
(Appendix 2). We asked other questions: 


Why was the information collected? 

What are the uses now? 

Who accesses it? 

What is still needed to be gathered? 

How should it be collected? 

Who should collect it? 

How should the information be shared? 

How does it lead to job and wealth creation? 


These questions remain unanswered. 


Although tranSKILLS carried out an initial investigation 
of the existing data, it simply was not possible to 
examine and evaluate it further due to the level of 
expertise and time which would be required. 


Through our preliminary look into local data collection, 
it became clear there was no cohesive approach to labour 
market intelligence gathering. There did not appear to 
be a pre-determination of what should be collected based 
on a functional application in order to predict existing 
and emerging trends which could then be acted upon. 


To continue, the existing data needs to be evaluated in 
relationship to its functional use. We not only have to 
determine what is relevant and what is not, but we also 
need to determine whether the tools used to collect the 
data are still appropriate. To do this will require a 
tremendous community effort focused on a neutral, 
centralized source. This body would ensure that 
duplication of effort and resources was avoided. It 
could coordinate research efforts and be a central 
location for others to access any and all material 
gathered. 


Through established networks the community could then 
market this centralized function more broadly indicating 
what information is available and where it is located. 


'_—_ 
| a 
if ; a 
ois a : 
T a F ae fi: 
: - 
| — 
r in 
a a? 7 te eae | 
‘ — 
eea8 cee oo 
eae 


Recommendation 


That resources be sought to hire an independent evaluator 
to gather all existing labour market information within 
Hamilton-Wentworth and report back on existing gaps and 
methodologies. 


Recommendation 


That the local Canada Employment Centre become the 
coordinating body for labour market information with the 
structure to be determined by the community partners. 


The New Competitive Skills 


It is clear Canada is undergoing a structural economic 
change. While we have recognized fundamental shifts in 
the relative importance of industrial sectors in our 
economy, we have, however, been slow to react to the 
changes these structural upheavals have created. One 
obvious change has been the movement from a traditional 
manufacturing-based economy to a multi-structured economy 
based on the emerging information and technology age. 
Already in the United States there are as many jobs for 
data entry clerks in the food and health care industries 
as there are farmers and health care professionals (U.S. 
Congress, 1988, pp 395, 398). This trend is also being 
seen in Canada. 


As we emerge from this structural change, the role of 
people at work is also changing. Direct need for 
individual participation in manufacturing and resource 
extraction is declining. New technology is allowing the 
individual worker less hands-on input into the production 
of goods and more contribution to improving the processes 
surrounding the product from the idea to application 
stage. As a result, human responsibilities and skill 
requirements are increasing and, at the same time, they 
are becoming less job specific. That is, job assignments 
are becoming more flexible and overlapping, and employees 
are spending more time interacting with one another and 
with customers. 
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Today, jobs are experiencing an increase in process 
functions and service orientation in all industries. The 
new market standards, along with the declining hands-on 
participation of individuals at work, are creating a new 
competitive reality that emphasizes not only the customer 
but the processes of remaining competitive. 


Our existing workforce, and indeed our governmental, 
educational and training frameworks, have not yet 
addressed this reality. It is in this light the 
community of Hamilton-Wentworth wanted to address local 
labour market intelligence gathering. 


Who Trains 


Those who understand the training-competitiveness 
correlation want forward-planning information. Just as 
obtaining the data and providing community-specific 
trends is important, so too is helping those who have not 
realized the connection between training and the 
development of a competitive edge. 


A high percentage of companies decide to train only when 


they are forced. This may be due to a new hire, new 
technology, new product or new service (figures 3 - 5). 
However, only those companies with sufficient resources 
(large companies), or those companies being provided 
awareness and assistance (tranSKILLS involved) train at 
a high rate to secure a competitive advantage (figure 6). 
These two groups are joined by medium-sized companies 
when training takes place in response to a training plan 
(figure 7). But it is not in the large to medium-sized 
companies where employment growth is occurring. 
Companies with 1 - 20 employees make up 75% of new hires. 
It is with these companies and their workforces that we 
need to promote the importance of training. 


Over half of the organizations which have been involved 
with tranSKILLS are small companies which now understand 
the significance of the  training-competitiveness 
correlation. Other organizations like tranSKILLS are 
needed to continue to foster this awareness. It is 
important to note, however, that if these partnerships 
are to be prosperous, it must be an "“arms-length" 
relationship between business and government. With the 
exception of funding (figure 34), the private sector 
feels government has little business in the training game 
(figures 29 - 33). 
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Recommendation 


That non-governmental third party brokers be recognized 
as vital links to foster a training culture within 
business. These brokers have a role in securing public 
dollars for private sector training and developing the 
awareness of the connection of training to competitive 
advantage. 


What Skills Are Needed 


While the private sector views a minimal role for 
government in the responsibilty for training, it 
generally sees its employees as the primary partner, 
albeit not an equitable one (figures 29 - 33). The 
understanding that individual growth eguals 
organizational growth isn't always there. Individual and 
corporate needs must be integrated to benefit both. 


Our new economy also demands that employees take more 
responsibility for their own training. As the likelihood 
of remaining with the same employer for a lifetime 
diminishes, employees must now become more loyal to the 
pursuit of skills. What these skills should be requires 
an awareness of labour market realities on the part of 
individuals. Companies must understand that individuals 
as a "collective" make the organization viable, therefore 
a diversity of skills beyond technical skills is needed. 


These skills are the new competitive skills necessary for 
success in our changing economy. They include enhanced 
communication, team playing, problem solving and decision 
making, and are recognized as essential (figures 13 & 14) 
by the organizations with the greatest commitment to 
training. As technology advances and becomes more 
flexible, these skills are meant to complement existing 
"hard" skills and, in many cases, they stand on their 
own. 


Recommendation 


That all skills training incorporate the new competitive 
skills of communication, problem solving, decision making 
and team playing. Moreover the management of complex 
change through new tools and skills should be explored 
and shared. 
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Where New Skills Are Needed 


These new competitive skills provide employees with a 
greater ability to learn and add value to their skill 
base. Employers now recognize that specific skill sets 
must be complemented. When asked for their greatest 
specific skill need they chose mechanical diversity or 
multi-skilling (figure 18). Developing an employee with 
mechanically diverse skills is generally the 
responsibility of the employee himself or the employer. 


This person generally starts with a base skill set which 
is often provided by existing educational or training 
structures. 8/He must then enhance this skill set during 
their working life. It has been widely recognized that 
a highly skilled, diverse and adaptable workforce is one 
of the keys to our economic success. It must also be 
recognized that this type of individual is better 
developed while they are working and it is in this area 
that appropriate resources must be allocated in order for 
Canada to remain competitive. 


Recommendation 


That all levels of government re-examine their funding, 
programs and delivery assistance and improve their 
methodologies to assist the disenfranchised small and 
medium-sized business in upgrading the skills of its 
existing workforce, especially in incorporating the new 
competitive skills. 


Barriers to Training 


While a lack of financial resources is cited as the 
largest deterrent to training (figure 35), it is 
important to stop making the assumption that simply 
providing dollars is the answer. Money is a partial 
solution, but the larger barriers are systemic and 
attitudinal. This is particulary true in the case of 
small business where their understanding of the 
importance of training is low and their reluctance to be 
embroiled in red-tape training is high. A case is then 
furthered for the need for a facilitation and 
coordination function. 


If this survey is an indication, it appears that a re- 
evaluation of the current training policies and 
structures is badly needed. There is a strong desire in 
the private sector to take more responsibility in all 
aspects of the training continuum. It is time to re- 
assess our methodologies, from needs assessment to 
delivery and evaluation, in order to set up best 
practices. More dialogue is needed in the program 
planning stage to ensure that we build on the strengths 
of our successes and not get caught up in replacing or 
repairing what is not working. 
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THE COMMUNITY 


The Canadian workplace is changing dramatically. The advent of the 
information and technology age has impacted substantially on 
traditional skills which were needed in a_ predominantly 
manufacturing-based economy. While many of these previous skills 
are still necessary, they must now be supplemented with new 
competitive skills that enhance flexibility, creativity, and 


adaptability. 


This shifting of skills has been a direct result of the structural 
changes taking place in the Canadian and global economies. The 
servicing of information and technologies to produce a better 
product, which in turn produces better service to the customer, is 
replacing the rigid mass production models that previously 
propelled manufacturing-based economies through the industrial age. 
As a result, there is now less direct human involvement in the 
actual manufacturing of a product. Involvement is shifting to the 
processes required to sustain development. These processes demand 
that individuals have increased job responsibilities and skills, 
and as the scope of these jobs becomes broader and more 


overlapping, the skill requirements become broader and more 


The Community 


interactive. 


Unfortunately, even with the recognition that the role of people at 
work has been, and is continuing to change, we have been slow to 
develop training that reacts to this new competitive reality by 
producing more relevant skills. Exactly what these skills are, is 
the main focus of the Labour Market Information which tranSKILLS 
sought to discover. In co-operation with our community partners, 
we wanted to find the skills required to foster a competitive edge 


for our workforce. 


Previous practices of gathering labour market information did not 
however, coincide with these new goals. Historical information on 
hiring practices, occupations, who is hiring and how many, would do 
little to mobilize the Hamilton-Wentworth goal of global 
competitiveness aided by a highly skilled workforce. Many of those 


historical practices were not incorporated into this report. 


Instead, the survey that lead to this report took a different 
approach. We found that over the past five years, Community 
Industrial Training Committees (CITC) have been using labour market 
needs surveys "to rationalize course purchase decisions under the 


Indirect Purchase Option of the Canadian Jobs Strategy."' 


| The Community | 


tranSKILLS, the Hamilton-Wentworth CITC, envisioned its opportunity 
to conduct labour market information gathering as having a much 
larger scope. A scope that required a community effort to ensure 
that the task we were undertaking was to be relevant, accessible, 


sustainable and comprehensive. 


In order to avoid duplication, tranSKILLS began the process of 
gathering together its community partners who were primary users or 
collectors of labour market information (Appendix 1). We met to 
determine and to compile existing information (Appendix 2); to 
develop an overall strategy that tangibly related labour market 
information to economic and skills advancement; and, to examine the 
parameters of community co-ordinated labour market information 
gathering. Our challenge now became labour market intelligence 


that not only exceeded a survey, but exposed its limitations. 


A number of systemic issues began to emerge and a number of 


questions needed to be answered. For example: 


1) What currently exists? 
2) Why was it collected? 
3) What are its uses now? 


4) Who accesses it? 


The Community 


5) What is still needed to be gathered? 
6) How should it be collected? 

7) Who should collect it? 

8) How should the information be shared? 


9) How does it lead to job and wealth creation? 


It became clear that we needed to revamp how we viewed labour 


market information. We found a great deal of data existed but, 


"..-people assume the more data they get the more 
information they have - which was a perfectly valid 
assumption yesterday when data were scarce; now that data 
are plentiful, however, it leads to data overload or 
information blackout. Or they believe that’ the 
information specialists know what data (is) need(ed) in 
order to have information. But information specialists 
are toolmakers. They can tell us what tools to use to 
hammer upholstery nails into a chair; we need to decide 
whether we should be upholstering a chair at all." 


We were compelled to determine what data was really necessary 
according to community needs - not what data was required for the 
purpose of consistent record keeping outside of the community. For 
this and other reasons tranSKILLS did not follow the criteria for 


standard labour market need assessments. 


The Community 


As examination of the overall labour market intelligence issues 
took place, the needs assessment was seen as one piece of a larger 


plan. The complete plan would include: 


° the validation of existing labour market data 

° determination of the skill pools that will attract 
industry 

° verification of current economic development 
prospects 

° identification of labour market trends and 


information gaps 

° the development of a skills training strategic plan 
for Hamilton-Wentworth 

° the development of strategies and processes to 
collect information on the relation of skills 
training and economic development, and its impact 


on attracting business and industry to the region. 


To begin to meet these goals and to put “all Canadian workers in a 
position to adapt to the new technologies needed to supply high 
quality goods and services to increasingly demanding markets' we 
have to examine the private sector attitudes towards training as 


one of the systemic issues. 


The Community 


The tranSKILLS Labour Market Needs Survey questionnaire begins to 
address some of the core issues in a way pertinent to this 
community and this country. The questionnaire (Appendix 3) was 
also designed to meet the realities of the structural changes that 
are now occurring. The strategic management of continuous change 
appears to be replacing traditional strategic planning. These 
changes have put many firms in a position where they cannot predict 
new hirings, but can determine new skill requirements, i.e. the 
difference between needing a new body or a new skill. This 
questionnaire, as was the Premiers Council Report, People and 
Skills in the New Global Economy, was guided by various frameworks, 
one of which states; 

",..our current investment in training incumbent workers 

is seriously inadequate. We refer to this training 

failure as the training deficit. To close the training 

deficit, we will require both a new institutional 

framework for training policy and a substantial increase 

in investment in skills development." 
It becomes difficult to close this "training deficit" with old 
institutional frameworks such as the Canadian Classification and 
Dictionary of Occupations (CCDO) codes. As stated, tranSKILLS has 
therefore chosen not to request input on new hirings, nor to 
classify specific occupations under CCDO codes. Indeed, using the 


CCDO codes would limit the ability to detect emerging skills or 


| The Community 


occupations as they may be homogenized to fit into pre-existing 
slots. The federal direction is already clear on new hirings: 
"...And because there are fewer people entering the 
labour force than in the baby boom years, they cannot be 
counted on to provide the new skills that the economy 
demands. Increasingly, new skill requirements will have 
to be met by retraining people who are already in the 
workforce."° 
In order to better assist in determining these new skill 
requirements, tranSKILLS began by examining the labour market 
information that existed in Hamilton-Wentworth. It soon became 
clear that we neither had the skills nor the time to properly 
examine and evaluate the data. At the same time, it also became 
obvious that there was no binding methodology for labour market 
information gathering. Surveys were conducted with little 
community coordination in mind. Noticeably lacking was the 
determination, up-front, of what should be collected based on a 


functional application to predict existing and emerging trends to 


be acted upon. 


To go ahead with an overall community plan, the existing data needs 
to be re-evaluated in relationship to its functional use. It is 
not just a matter of determining what is or isn't relevant, we also 


must examine the collection methodologies, tools and scope to 


determine whether they remain appropriate. 
Recommendation 


That resources be sought to hire an independent evaluator to gather 
all existing labour market information within Hamilton-Wentworth 


and report back on existing gaps and methodologies. 


To help accomplish this will also require a coordinated community 
effort focused around a centralized source. In this way we could 
avoid duplication of effort and resources, coordinate research and 


allow access to any and all materials gathered. 

The role of community players would then be increased by giving 
them the responsibility to market the results to where the 
information would be valuable in application. 

Recommendation 

That the local Canada Employment Centre become the coordinating 


body for labour market information with the structure to be 


determined by the community partners. 


The Community 


END NOTES 


Toronto CITCs, (1991) Toronto Region Training Needs Survey, 


Introduction 
Peter Drucker, (1990) The New Realities, pg 215 


Government of Canada, (1991), ISTC Discussion Paper. 


Prosperity Through Competitiveness, pg 


Ontario Premiers' Council, (1991) ,People and Skills in the New 
Global Economy, pg 83 


Government of Canada - ISTC, (1991), Learning Well...Living 
Well. Draft Discussion Paper for Pre-Consultation Meetings, 


pg S-2 


aa 


DEFINITIONS 
° New Competitive skills - sometimes seen as the "soft" or 
"people" skills but are 


becoming the new workplace 
skills needed to effectively 
compete. They include 
communication, problem solving, 
decision making, teamplaying 
and process understanding. 


° Small Company - 1 - 20 employees 

° Medium-sized Company = 21 - 99 employees 

° Large Company = 100 + employees 

° tranSKILLS involved = any company having had an 


association with tranSKILLS in 
the past five years as an 
advisor and/or recipient of 
sponsored training 


any company with no previous 
association to transKiLLs 


° non-tranSKILLS involved 
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METHODOLOGY AND SCOPE 


tranSKILLS mailed out 543 surveys and placed follow-up calls to 520 
companies (23 surveys were returned due to companies either being 
out of business or relocated). A total of 166 surveys were 
completed or 31 percent (Appendix 4). This response rate 
represents a figure up to six times higher than the response rate 
of standard surveys; primarily due to following-up the mailout with 


phone calls. 


For purposes of comparison respondents were placed into two of five 
categories; small, medium or large company and tranSKILLS or non- 
tranSKILLS involvement. All but the tranSKILLS involved companies 
were selected randomly in order to get an overall picture of the 
labour market needs in Hamilton-Wentworth and to attempt to 
determine core skill needs and concerns which are cross-sectoral 


and multi-occupational. 


Respondents were not limited to one answer therefore discrepancies 
(i.e. percentages totalling over 100%) may occur. Some employers 
also chose not to provide complete company information or to answer 


all of the questions. 


The survey incorporated 79 companies already involved with 
transKILLs. Fifty companies responded representing 27 small 
companies (54%), nine medium-sized companies (18%) and 14 large 
companies (28%). Their response rate to the survey was over 63% as 


compared to 25% for companies not involved with transKILLSs. 


FIGURE 1 


Respondents by Percentage : 
tranSKILLS vs non-tranSKILLS 


tranSKILLS involvement 
50/79 companies 


= non-tranSKILLS involvement 
116/464 companies 


The significant discrepancy as shown in Figure 1, is a strong 
indicator of the importance placed on training by organizations who 
have a greater understanding of the training culture. This 
relationship will be further borne out in subsequent survey 


responses. 
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THE NEW COMPETITIVE SKILLS: ANALYSIS OF SURVEY RESULTS 


Reasons for Training 


FIGURE 2 


Reasons for Training 
Overall Results 


Analysis of Survey Results | 


Figure 2. Companies train primarily when they are being forced to 
train either because of #1 new hires (80.1%), #2 the introduction 
of new technology (60.8%), #3 the introduction of a new product or 
service (59.6%), or #4 because of a promotion (44.5%). Less 

training is taking place as part of a corporate training plan 
(42.7%) #5, or a perceived need to be competitive (36.7%) #6. The 
exception to this being large companies and tranSKILLS involved 


companies. 


| Analysis of Survey Results | 


FIGURE 3 


Reasons for Training 
Hew Hires (comparitive) 


91.2% 91.3% 


Company 1-20 21-99 100+ Yes 
Type # of Employees eae rere es 

Figure 3 Initiating training due to a new hire occurs more 
frequently within medium to large organizations (91%) than within 
small organizations (76%). Companies involved with transSKILLS also 
train their new hires (90%) more frequently than those not involved 


(79%). 


Analysis of Survey Results 


FIGURE 4 


Reasons for Training 
New Technologies (comparitive) 


Company 1-20 21-99 100+ No Yes 
Type of Employees tranSKILLS 
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Figure 4 Again, large (82.6%) and medium-sized companies (76.5%) 
are training personnel at a much higher rate than smaller companies 
(52.5%) when new technologies are introduced. The highest rate of 
training due to the advent of new technology belonged to those 
organizations involved with tranSKILLS (88%). Non-transKILLs 
companies indicated new technology prompted training at a 67.9% 


rate. 


Analysis of Survey Results 


FIGURE 5 


Reasons for Training 
New Products or Services (comparitive) 


Company No Yes 


Type # of Employees tranSKILLS 


Analysis of Survey Results 


Figure 5 When a new product or service is introduced, the trend of 
large companies (73.9%) and medium-sized companies (64.7%) 
conducting more training than smaller companies (54.5%) continues. 
Also, the gap between the large and medium-sized companies is 
wider than for previous reasons for training. Organizations 
involved with tranSKILLS again trained their personnel more often 
(78% of the time), when a new product or service was introduced, 
than any other group and substantially higher than those 


organizations not involved with tranSKILLS (52.7%). 


Analysis of Survey Results 


FIGURE 6 


Reasons for Training 
Promotion (comparitive) 


Type of Employees tranSKILLS 


Figure 6 Large companies (82.6%) substantially out-trained mediun- 
sized (47%) and small companies (33.3%) when a promotion occurred. 
Organizations involved with tranSKILLS (66%) also were involved in 
more training due to a promotion than were those organizations 


without any involvement (35.7%). 
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FIGURE 7 


Reasons for Training 
In Response to a Training Plan (comparitive) 


Company 
Type of Employees tranSKILLSs 


Figure _ 7 Training as a part of company policy occurred more 
frequently within large organizations (73.9%) and with 
organizations involved with tranSKILLS (68%). Medium sized 
organizations trained in accordance with a training plan, 58.8% of 
the time, while smaller organizations and those not involved with 


tranSKILLS trained as company policy only 33% of the time. 
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FIGURE 8 


Reasons for Training | 
To meet the Need of Global Competitivences 
(comparitive) 


Company Yes 
Type # of Employees eee 


Figure 8 Again large companies (78.2%) and organizations involved 
with tranSKILLS (60%) substantially out-trained medium-sized 
(32.4%), small (27.2%) and non-tranSKILLS (25%) companies, in order 


to meet the need of global competitiveness. 


| Analysis of Survey Results | 


FIGURE 9 


Reasons for training 
New Production Processes (comparitive) 


Company 
Type 


Analysis of Survey Results 


Figure 9 New production processes influenced training more often 
(60.9%) in large companies than in medium-sized companies (38.2%) 
or small companies (19.1%). tranSKILLS (30%) and non-tranSKILLs 


companies (29.5%) trained at approximately the same rate. 


When examining the reasons Hamilton-Wentworth companies train, a 
number of trends emerge. With the exception of large companies and 
companies involved with tranSKILLS, there is little understanding 
of the correlation between training and competitiveness. While 78% 
of large companies and 60% of tranSKILLS companies do train in 
order to be more globally competitive, only 27% of smaller 
companies, 32% of medium-sized companies and 25% of non-tranSKILL8 


companies understand the training/competitiveness connection. 


This result is not unexpected among the large companies as many are 
already dealing internationally and are resourced to provide 
training. Those companies involved with tranSKILLS have also made 
the competitiveness/training link due to enhanced training 
awareness and an understanding of this correlation as provided by 


tranSKILLS and as stated in America and the New Economy: 


| Analysis of Survey Results | 


",...In the old economy competitive success was based 
almost exclusively on the ability to improve 
productivity. In the new economy organizations and 
nations compete not only on their ability to improve 
productivity but on their ability to deliver quality, 
variety, customization, convenience and timeliness as 
well...The new economy is creating a new structure of 
jobs. Organizations are using a mix of highly skilled 
but fewer production workers and more service workers to 
meet new competitive standards. 


The new economy also requires a more highly skilled 
workforce. Workers skills need to be both broader and 
deeper especially at the point of production, service 
delivery, and at the interface with the customer in order 


to meet new competitive standards and to complement 
flexible organizational structures and technology.’ 


In helping provide this understanding of the "new economy" 
tranSKILLS, on behalf of its industry partners, takes on the role 
of a progressive training and research branch for its participating 


companies. 


This conclusion is borne out in a further examination of the 
reasons for training. In every case large companies and those 
companies involved with tranSKILLS rank first and/or second in 
frequency of training, while the small and non-tranSKILL& companies 


rank last or second to last. 


Analysis of Survey Results _ 


Small companies, non-tranSKILLS companies and medium-sized 
companies tended to do the bulk of their training when it was 
forced upon them; i.e., to train because of a new employee or 
product, or because of the introduction of a new technology. The 
large and tranSKILLS involved organizations also carried out this 
type of training at a high frequency rate as well, but they also 
trained extensively in response to a training plan or to be more 
competitive. They saw training as an important piece of corporate 
policy - a tool to benefit their companies and to enhance their 


workers. 


Recommendation 


That non-governmental third party brokers be recognized as vital 
links to foster a training culture within business. These brokers 
have a role in securing public dollars for private sector training 
and developing the awareness of the connection of training to 


competitive advantage. 
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Satisfaction With Existing Skill Levels 


FIGURE 10 - 


Satisfaction With Existing Skill Levels 
(comparitive analysis) 


Type id of Employees tranSKILLSs 


Figure 10 The highest rate of satisfaction with existing skill 
levels came from small companies (70.7%) and non-tranSKILLs 
companies (66.9%). Large companies were least satisfied with their 
workforce skills (39.1%) followed by medium-sized companies (47%) 


and tranSKILLS involved companies (52%). 
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While large companies have the highest frequency rate for training 
they are the least satisfied of all groups regarding the skill 
levels of their workers. In comparison, small companies are the 
most satisfied while doing the least amount of training. The lack 
of contentment expressed by the large companies is likely due to a 
greater understanding of the multiplicity of skills required to 
successfully compete and the awareness that the achievement of 


these skills is ongoing. 


As shown already, small companies with less understanding of the 
training/competitiveness correlation are largely comfortable with 
their employees’ skill levels and do less training. Considering 
that "...businesses employing less than 20 people created 75% of 
the new jobs in Canada between 1978 - 1986"*, if we are to remain 
competitive as a nation we must assist small business in its 
understanding of training. 
",.. #Unfortunately, many small and new firms are 
undercapitalized and are so pre-occupied with financial 
concerns that human resource planning and training get 
insufficient attention." 
transKILLS has helped to address this problem with local companies 


as indicated by the comparitive figures between tranSKILLS and non- 


tranSKILLS involved companies (52% vs 67%). 
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Enhancing the Workforce 


FIGURE 11 


Enhancing the Workforce 
Overall Results 
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Figure 11 Respondents were asked if their workforce could be 
enhanced by: 


A Skills upgrading/enhancement, i.e. detailed skills specific to 
emerging technology in your organization 

B Skills such as problem solving, decision making and quality 
standards 

Cc Skills such as team skills and communication skills 


D Full skills development, i.e. detailed high level skills 
required for a specific skill 


E Basic skills needs training, i.e. literacy, numeracy 
F Skills entry orientation, i.e. fundamental skills leading to 


specific skills training related to particular skill clusters 
required within your organization 
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FIGURE 12 


Enhancing the Workforce (comparitive) 
Skills Upgrading and Enhancement 


65.6% 67.6% 


Company 
Type # of Employees tranSKILLs 


Figure 12 Large companies (95.7%) and tranSKILLS involved companies 
(90%) identified the need for detailed skills updating and 
enhancement at a higher rate than did the medium (67.6%), small 


(65.6%) and non-tranSKILL8 involved (61.6%) companies. 
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FIGURE 13 


Enhancing the Workforce (comparitive) 
Problem Solving, Decision Making and Quality Standards 


No Yes 


Type # of Employees tranSKILLS 


Company 


Figure 13 Large companies (100%) were unanimous in their agreement 
that problem solving, decision making and quality standard skills 
were required for their workforce. tranSKILL& involved companies 
(86%) also outranked small (63.6%), medium (67.6%) and non- 
tranSKILLS organizations (63.4%) in identifying these skill 


requirements. 
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FIGURE 14 


Enhancing the Workforce (comparitive) 
Team and Communication Skills 


Company 
Type of Employees tranSKILLs 

Figure 14 Large companies (91.3%) outrank all others in identifying 
team and communication skills as necessary to further enhance their 
workforce. Medium-sized companies (73.5%) and tranSKILLS companies 
(72%) envision approximately the same need, while non-transSKILL8s 


(58.9%) and small companies (51.5%) do not see as great a need. 
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FIGURE 15 


Enhancing the Workforce (comparitive) | 
Detailed, High Level Skills 


Company 
Type # of Employees tranSKILLS 

Figure 15 Large companies (78.3%) and tranSKILLS involved companies 
(70%) identify the need to enhance their workforce with specific 
high level skills at a greater rate than medium (55.8%), small 


(44.4%) and non-tranSKILLS companies (42.9%). 
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FIGURE 16 


Enhancing the Workforce (comparitive) 
Literacy, Numeracy Skills 


Company 


Type # of Employees tranSKILLS 
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Figure 16 Less than half of each group surveyed feels there isa 
need to train their workforce in basic skills such as literacy and 
numeracy, with a range from large companies (47.8%) to small 
companies (33.3%). Smaller companies indicate a lower need for 
literacy and numeracy training while the need increases moving up 
to large companies. This can be related to the inability of 
smaller companies to be able to “carry" employees without these 
basic skills as smaller firms often require a diversely skilled 
individual and cannot afford to hire individuals who do not possess 


these skills. 
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FIGURE 17 


Enhancing the Workforce (comparitive) 
Skills Entry Orientation 


Company No Yes 
Type # of Employees tranSKILLSs 
Figure 17 The need to provide skills entry orientation was again 
identified by less than half the respondents as a means to enhance 
their workforce. tranSKILLS involved organizations (46%) indicated 


the greatest need while small companies (32.3%) had the least need. 
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Across all groups there is the recognition that new competitive 
skills are required to further enhance their workforce. Employers 
are increasingly indicating a need for problem solving, decision 
making, team and communication skills. Technologies which 
previously de-skilled work and decreased personnel costs are being 
replaced by more flexible technologies and organizational formats 
which require more flexibly skilled employees. Any parallel 
pursuit of new competitive standards and productivity requires that 
people be treated as assets to be developed in order to add value, 
rather than as costs to be reduced. The recognition that problem 
solving, decision making and quality standard skills can enhance 
the workforce is acknowledged entirely by large companies (100%) 
and by the organizations involved with tranSKILLS (86%). All other 
groups are in the 63 - 67% range. Large (91%), medium (74%) and 
tranSKILLS involved companies (72%) also see workforce enhancement 
occurring more through team and communication skills than do non- 


tranSKILLS involved (59%) and small companies (52%). 


The need for all other skills to enhance the workforce is also 
consistently higher among large and tranSKILLS companies than all 
other groups. These figures further support the assertion that 
large companies and those involved with tranSKILLS are more 


prepared to engage in the new economy which demands a flexible 
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workforce. 
Recommendation 


That all skills training incorporate the new competitive skills of 
communication, problem solving, decision making and team playing. 
Moreover the management of complex change through new tools and 


skills should be explored and shared. 
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Figure 18 


Specific Skills Required 
Overall Top 10 


Respondents 


Mechanical Diversity 35 


Computer Literacy 30 


Electrical Systems 16 


Interpersonal Communications 11 


Effective Sales Techniques 10 
Fitter - Welder 
Tool and Die 
Analytical Problem Solving 


Customer Service 


Drafting & Blue Print Reading 
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Figure 18 Employers identified mechanical diversity as their 
largest specific technical need for their workforce. The need for 
multi-skilling more than doubled all other skill needs with the 
exception of computer literacy. Four of the top ten specific 
technical skill requirements also fell outside of the traditional. 
They included interpersonal communications, effective sales 


techniques, analytical problem solving and customer service. 


As some employers indicated, there is now the feeling that they can 
teach or demonstrate the specific skills they need while it is more 
difficult to identify and/or convey the analytical or new 
competitive skills. It seems the context for using skills is 
shifting from repetitive or similar applications to more sporadic 
and abstract uses, indicating a need for skills training to focus 


beyond job specific and into more general capabilities. 
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Seminar or Workshop Participation 


FIGURE 19 


Seminar or Workshop Participation 
Comparitive Analysis 


91.2% 91.3% 


Company No Yes 


Type # of Employees tranSKILLS 
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Figure 19 Large, medium and tranSKILLS involved businesses all used 
seminars or workshops to train with a 90% + frequency while the 
small and non-tranSKILLS organizations were in the 63-65% range. 
These figures further reflect the increased involvement in training 


with larger and tranSKILLS involved businesses. 
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Hours Spent on Training 


FIGURE 20 


Hours Spent on Training (comparitive) 
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Figure 20 Organizations involved with tranSKILLS8 spent the most 
time training their managers in each of the categories. small, 
medium and large companies trained at relatively the same rate, 


trailed slightly by non-tranSKILLS companies. 
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FIGURE 21 


Hours Spent on Training (comparitive) 
Product Knowledge 


Company Type 


O - 20 
Employees 


21 - 99 
Employees 


100 + 
Employees 


Non 
tranSKILLs 


tranSKILLS 


Percentage 15 20 25 30 


8 - 40 Hours 40 + #HoursiaHe 


0 - 8 Hours}: 


Figure 21 Large, medium and tranSKILLS involved organizations spent 
more time on product knowledge training than did small and non- 
tranSKILLS companies. Each group spent a great deal more time 
training in product knowledge than in management training or 


technical skills training. 
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FIGURE 22 


Hours Spent on Training (comparitive) se 
Technical Training | : 
Company Type 
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Figure 22 Medium sized companies spent a great deal more time than 
other groups to upgrade the specific skill levels of their 
employees. tranSKILLS involved businesses spent relatively the 
same time on technical training as small and non-transKILL8s 


organizations in the greater than 40 hour range. 
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There has been much made about Canadian firms lagging behind their 
international competitors in the commitment to training and 
workforce development. According to the Canadian Labour Market 
Productivity Centre (CLMPC), Canada devotes 0.3% of its GNP to 
labour force skills upgrading as compared to 0.6% for the United 
States or 1.2% for the former West Germany. Where research is 


lacking is in the amount of time being spent on training. 


The amount of time our surveyed companies spend on training is 
considerable as are the likely hidden costs involved( e.g. staff 
time). To properly determine the Canadian commitment to training 
we may need to broaden the criteria we use to examine the training 
which takes place. If we can avoid assessing our training 
commitment solely from a financial perspective and discover the 
strengths of the training which currently exists, we may be able to 


re-direct resources to build on existing excellence. 
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Participation in Apprenticeship Programs 


FIGURE 23 


Apprenticeship Participation 
Comparitive Analysis 


33.3% 32.4% 
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Type 


| Analysis of Survey Results 


Figure 24 
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FIGURE 25 


Reasons For No Apprenticeship Involvement 


Not Applicable 


Needs not met 


Company Size 
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Figure 25 Roughly one-third of all surveyed companies participated 
in some form of traditional apprenticeship program (see Figures 23 
& 24). As indicated in Figure 25, 44.6% of businesses feel there 
is no existing apprenticeship program which is applicable to their 
organization, while 12.7% felt existing programs did not meet their 
needs. These responses need to be further investigated. Why is 
the present apprenticeship training system not applicable? Is the 
apprenticeship system able to keep up with our evolving workforce? 
If the system is only accessed by one-third of employers what does 


this say about the money we are spending in this area? 


Recommendation 


That the Ontario Apprenticeship System be re-examined to determine 
its appropriateness, strengths and short-comings in _ today's 
environment, through dialogue and assessment with employers, 


particularly those who are not presently involved. 
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Preferred Training Formats 


Figure 26 


Preferred Training Formats 
Overall Rankings of Most & Least Preferred 


Most Preferred 


Evening Classes 
2. On-Site 26% 
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4. Half/Full Day 14% 
Full Time 


Least Preferred 


Full Time 
2. On-Site 14% 
3. Evening Classes 10% 
Half/Full Day 

Seminars/Workshops 


Figure 26 Evening classes were clearly the most preferred form of 
training with the exception of large companies where they ranked 
second behind job site training. tranSKILLS involved companies 
preferred evening classes and job site training on an equal basis. 
The least preferred form of training was full time. Employers are 
strongly indicating a preference for training formats which have 
the least impact on employee hours spent on the job (evening 


classes) or which include specific workplace instruction (on-site). 
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Who Pays For Training 


FIGURE 27 


Who Pays For Cost of raining Programs? 
Overall Analysis — : 
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FIGURE 28 


Who Pays For Trainees Time? = 
Overall Analysis 
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Figure 27 & 28 Across the board, the companies which are involved 


in training programs are primarily footing the bill for the 


programs and trainees time. 
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Who Should Identify Training Needs? 


FIGURE 29 


Who Should Identify Training Needs? 
Overall Analysis 
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Figure 29 Employers in each group felt strongly that they should be 
identifying their own training needs (91%). Almost half felt the 
needs identification should come in conjunction with their 
employees (46%). Government, private trainers, education and 
unions were seen to have negligible roles (5 - 10%) in the area of 


identifying skill needs. 
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Who Should Verify Training Needs? 
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Overall Analysis 
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Figure 30 When a skill need is identified 90% of employers surveyed 
felt it was their responsibility to verify whether the skill is 
actually required. Employers were seen as having a role in 
verifying need 24% of the time. All other groups were viewed as 


having a limited role (4 - 7%). 
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Who Should Develop Training Courses? 


FIGURE 31 


Who Should Develop Training Courses? 
Overall Analysis 
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Figure 31 Overall 64% of employers felt it was their responsibility 
to develop training courses. This percentage was skewed by the 
large companies (83%) and transkills involved companies (72%). (see 
Appendix 4) It is likely these two groups indicated a greater 
responsibility for the development of courses due to their 
involvement in setting up their own training programs. Private 
trainers (39%) were also seen to play a larger role in the 
development of training than were employees and education (23%) or 


government (13%). Unions were viewed to have a Minor role (4%). 
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Who Should Select Course Participants? 


FIGURE ‘32 
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Overall Analysis — 
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Figure 32 Employers viewed themselves as having the largest role in 
selecting who should acquire training (90%) while 21% of them 
indicated that the employees should also have a role in the 
selection process. All other groups were percieved as having 


negligible roles (2 - 5%). 
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FIGURE 33 


Who Should Monitor & Evaluate Training? 
Overall Analysis 


Employer 


Employee 


Government 


Private 
Trainers 


Education 
Union 
Other 


Percentage 


Figure 33 Employers viewed themselves as having the largest role in 
monitoring and evaluating training, although the role was perceived 
as being shared with the employees (25%) and private trainers 
(28%). Education (14%) and government (8%) were seen to have minor 


roles, while union responsibility was almost non-existent at 2%. 
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Who Should Fund Training? 


FIGURE 34 


Who Should Fund Training? —s_©T 
Overall Analysis 
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Figure 34 While 76% of employers felt that they should be 
responsible for paying for training, almost half (48%) also view 
the government as having a supporting role in providing funds. 
Employees were viewed to be responsible for paying for training by 
19% of the respondents. Unions and education (4%) were seen to 


have minor roles. 
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Overall Analysis of Who Should Be Responsible for Training 


Clearly all employers feel they have the primary role and 
responsibility for training. The employee is seen to be the 
largest partner while government is viewed to have a very limited 
role with the exception of funding. As one employer stated, 
---"the government should be involved...but without so much 
bureaucracy." (see appendix 5) In Canada at the Crossroads: The 
Reality of a New Competitive Environment, Professor Michael Porter 
points out how this bureaucracy is affecting business through unco- 
ordinated policy planning between the federal and provincial 


governments; 


"...For example, in labour market programs, the provinces 
set and enforce employment standards, while the federal 
government maintains responsibility for training and 
unemployment compensation. Furthering Canada's science 
and technology capabilities has also been hampered by a 
lack of co-ordination between federal and provincial 
research bodies. Jurisdictional overlap has often added 
a layer of complexity and compounded the level of 
uncertainty that firms face in anticipating changes in 
the business environment." 


While government's commitment toward training is real, there is a 
strong feeling within the private sector to avoid this “layer of 


complexity." Businesses that are not adequately resourced to 
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access training programs are simply ignoring them. The exception 
in this instance is with large organizations and tranSKILL& 
involved companies (see figures 29 - 34). If a company is not 
staffed to deal with government (large firms) or does not have 
someone to provide that service for them (tranSKILL8) their 


involvement in training becomes limited. 


Employers are also indicating more faith in the abilities of 
private trainers over public education to develop programs. 
Private trainers are felt to be more responsive to specific needs 


and more adaptable. 


Recommendation 


That all levels of government re-examine their funding, programs 
and delivery assistance, and improve their methodologies to assist 
the disenfranchised small and medium-sized business in upgrading 
the skills of its existing workforce, especially in incorporating 


the new competitive skills. 
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Barriers to Training 


FIGURE 35 
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Figure 35 Immediate bottom-line considerations (lack of financial 
resources and unable to give personnel time off for training) were 
listed by half of the employers as barriers to training. An 
absence of relevant training (39.2%) or a lack of information about 
training (35.5%) were also common inhibitors. Workplace specific 
concerns such as employee resistance to training (23.5%), a 
difficulty in assessing needs (22.9%) and a lack of management 


support (15.1%) were selected as the least inhibiting factors. 


This reluctance to give employees time off for training or to 
devote money to training may be viewed as a lack of employer 
commitment to upgrade the skills of their workers. This view 
remains consistent with the limited understanding of training as 
one means of meeting the need of global competitiveness. But, more 
investigation is needed as to what the root causes for this 
apparent lack of commitment may be. This applies especially in the 
case of small business, where the training-competitiveness 
correlation is least apparent and where training is not seen to 
have a positive impact on the "bottom line". In fact, simply 
surviving as a business may become so predominant that there is 


little effort expended on issues which appear as though they may 
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only affect profitability indirectly. 


Greater understanding of the impact of training is required so that 
employers can anticipate their needs and train accordingly. This 
may help reduce the reactionary or forced training costs by having 


a workforce already prepared for change. 


Historically, a feeling exists that many employers do not train for 
fear of losing their trained employees. However, the Ministry of 
Skills Development reports, “while one employer indicated his 
company didn't train for fear of his employees leaving for better 
paying jobs, this concern was shared by only seven percent of firms 
previously surveyed."° Lack of available training (39%) or lack 
of information about training (36%) presented themselves as much 


more imposing barriers in the tranSKILLS survey. 


Again, a greater understanding of training would alleviate these 
problems by showing employees the mechanisms to design training 


which meets their needs, or simply where the training exists. 
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APPENDIX 3 TRANSKILLS LABOUR MARKET NEEDS SURVEY 


a) 


aa 
CFANSIKIILLS 


[lass of Responmet | 
jcapanyeee cc  clL| LLL 
[company activity | 
| Company Address & Postal Code x ee 
|| See 

| ee 


Telephone and Fax numbers 


aaa Sector 
Company Size (# of Employees) 


service =| Manufacturing 

tranSKILLS and its community partners would like to thank you in advance for 
taking the time to complete the enclosed Labour Market Needs Survey for the 
Hamilton-Wentworth Region. This survey is part of a Labour Information 
Assessment which we are conducting with our partners. tranSKILLS currently 


works with a number of companies within given sectors to collectively train 
their personnel using supporting public funds. 


Company Type 


Your company will benefit from the results of this survey, by being given an 
opportunity to identify and address your training needs. The Hamilton- 
Wentworth Region will benefit by establishing a clear direction for resource 
utilization in meeting the skilled labour needs of local firms such as yours. 


A representative of tranSKILLS will be calling you to clarify the data 
contained in the completed questionnaire. We appreciate the time taken from 
your busy schedule to respond to our questions. If you would like to work 
with tranSKILLS to provide training for your workforce, please indicate this 
fact in the space provided for comments and indicate the most appropriate 
contact within your organization. 


Please return this letter and the completed survey, by fax or mail, to 
tranSKILLS. Thank you once more for contributing your time and effort towards 
creating a skilled labour force in this area. 


Sincerely 


Larry Meyer 
Executive Assistant 


enclosure Labour Market Needs Survey 


LM/mb 


Hamilton Wentworth Skills Training Advisory Committee 
201 James St. South, Hamilton, Ontario L8P 3A9 Tel: 528-0545 Fax: 528-8887 
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LABOUR MARKET NEEDS SURVEY 


Ls What are the most common reasons for training within your 
organization ? (check all which apply) 


New employees have been hired. 

New technologies have been introduced 

New products or services have been introduced. 
New production processes have been introduced. 
Someone has been promoted . 

In response to a training plan. 

To meet the need of Global competitiveness 
Other 


2. Are you satisfied with the existing skill level of your 
current workforce ? 


Yes No 


3. Do you feel your workforce could be enhanced by: 
(check all which apply) 


Basic Skill Needs Training i.e. literacy, numeracy 


Skills Entry Orientation i.e. fundamental skills 
leading to specific skills training related to 
particular skill clusters required within your 
organization 


Full skills Development i.e. detailed high level 
skills required for a specific skill. 


Skills Upgrading/Enhancement i.e. detailed skills 
specific to emerging technology in your 
organization. 


Skills such as Team Skills, Communication Skills. 


Skills such as Problem Solving, Decision Making, 
Quality Standards. 


eee eeEeEeEe____.___ Ee 
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What specific technical skills does your workforce require ? 
a. 

b. 

Cc. 

d. 

e. 

Have employees of your firm attended training seminars, 
workshops or courses either in-house or outside within the 
last year ? 


YES NO 


If answer to #5 is YES please indicate the type of training 
and number of hours spent within the last year in a training 
program. (check all which apply) 


Sy 
fo) 
Cc 
4 
Q 


0 - 8 hours 8 - 40 hours 40 + 
Management Training 
Product Knowledge 
Technical Training 
Other (specify) 


Do you participate in Apprenticeship programs ? 


YES NO 


If answer to #7 is YES which areas of Apprenticeship are you 
involved with ? 


10. 


11. 


12. 


13. 


14. 
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If answer to #7 is NO why are you not involved with 
Apprenticeship programs: (check all which apply) 


Not Applicable 

Size of company 

Existing apprenticeship programs do not meet need 
Lack of Journeymen to meet ratio 

Other 


If you were to participate or send staff for training, what 
would be your preferred format ? ( rank 1 - MOST preferred to 
5 - LEAST preferred) 


Evening Classes Seminars/Workshops 
On site 1/2 day - 1 day/ week 
Full-time classes Other (specify) 


If you are involved in training, who pays for it ? 
Employers Combination (specify) 

Employees 

Sponsored program 


If you are involved in training, who pays for the 

employee/trainee's time ? 
Employers Combination (specify) 

Emplovees 

Sponsored program 


Who should identify training needs ?(check all which apply) 


Employers Private Trainers Other 
Employees Education 
Government Union 


Who should verify training needs ?(check all which apply) 


Employers Private Trainers Other 
Employees Education 
Government Union 
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15. 


16. 


17. 


18. 


19. 


20. 


Who should develop training courses ?(check all which apply) 


Employers Private Trainers Other 
Employees Education 
Government Union 


Who should select trainees ?(check all which apply) 


Employers Private Trainers Other 
Employees Education 
Government Union 


Who should monitor & evaluate training ? (check all which 
apply) 


Employers Private Trainers Other 
Employees Education 
Government Union 


Who should fund training ?(check all which apply) 


Employers Unions 
Employees Education 
Government Other (specify) 


What are your barriers to training? (check all which apply) 


Lack of financial resources 

Unable to give personnel time off for training 
Lack of information about training programs 
Difficulty in assessing needs 

Employee resistance to training 

Lack of management support 

Training required is not available 

Other 


Tn 


THANK YOU! 


APPENDIX 4 TRANSKILLS SURVEY RESULTS 


Overall Summary 


Labour Market Needs Survey 


Summary 


sCONTACTED EITHER BY PHONE, MAIL OR BOTH: 


sCOMPLETED SURVEYS BY DECEMBER 19TH: 


>SURVEYS RETURNED BECAUSE OF WRONG ADDRESS OR GONE: 


s PERCENTAGE OF COMPLETED SURVEYS TO CONTACTS: 


:tranSKILLS EMPLOYERS CONTACTED: 


:NON-tranSKILLS EMPLOYERS CONTACTED: 


:SURVEYS COMPLETED BY tranSKILLS EMPLOYERS: 


:SURVEYS COMPLETED BY NON-tranSKILLS EMPLOYERS: 


: PERCENTAGE COMPLETED: tranSKILL8: 
NON-tranSKILLS8: 

TOTALS : 

EMPLOYERS INTO SERVICE: 

EMPLOYERS INTO MANUFACTURING: 


(THIS ABOVE TOTAL IS MORE THAN COMPLETED SURVEYS 
EMPLOYERS DO BOTH) 


543 


166 


23 


31.0% 


79 


464 


50 


116 


63.3% 


25.0% 


115 
70 


BECAUSE SOME 


1. MOST COMMON REASONS FOR TRAINING? 


- NEW EMPLOYEES HAVE BEEN HIRED---133 OR 80.12% 


- NEW TECHNOLOGIES INTRODUCED----101 OR 60.84% 
- NEW PRODUCTS OR SERVICES<------- 99 OR 59.63% 
- SOMEONE HAS BEEN PROMOTED------ 74 OR 44.57% 


- IN RESPONSE TO A TRAINING PLAN-71 OR 42.77% 

- MEET NEED OF COMPETETIVENESS---61 OR 36.74% 

- NEW PRODUCTION PROCESSES8<------- 49 OR 29.51% 

CD ek ey Rr eae su ne wee i ns nme 13 OR 7.83% 
2. ARE YOU SATISFIED WITH EXISTING SKILL LEVELS? 

YES 100 OR 60.24% 

NO 63 OR 37.95% 


(ANY TOTALS THAT SEEM OUT ARE DUE TO NON-RESPONSES BY SOME 
EMPLOYERS FOR SOME QUESTIONS OR PARTS OF QUESTIONS) 


3. DO YOU FEEL YOUR WORKFORCE CAN BE ENHANCED BY: 
- SKILLS UPGRADING & ENHANCEMENT: 115 OR 69.27% 


- PROBLEM SOLVING, DECISION MAKING 114 OR 68.67 
QUALITY STANDARDS 


- TEAM SKILLS, COMMUNICATION: 102 OR 61.44% 
- DETAILED, HIGH LEVEL SKILL: 84 OR 50.60% 
- BASIC SKILL NEEDS, LITERACY, NUMERACY: 63 OR 37.95% 


- SKILLS ENTRY ORIENTATION: 61 OR 36.74% 


Question 4 Summary 


What Specific Technical Skills does the Workforce Require? 


Skill Number of Respondents 


Mechanical Diversity 
Computer Literacy 
Electrical Systems 
Interpersonal Communication 
Effective Sales Techniques 
Welder Fitter 

Tool and Die 

Analytical Problem Solving 
Customer Service 

Drafting and Blue Print Reading 
HVAC Systems 

Product Knowledge 

Vehicle Operations 

Basic Math Applications 
Machine Shop Operations 
Engineering Technology 
Heavy Equipment Operations and Repair 
Electronics 

Medical Equipment Operation 
Graphic Arts 

Press Operations 

Sheet Metal 

Management and Supervisory Technical Literacy 
Quality Control 

Automotive Repair 
Carpentry 

Construction 

Gas Fitter 

Millwright 

Chemical Technology 
Printmaking 

Power Generator Operations 
Hydraulics 

Robotics 

Health and Safety 
Locksmith 

Bookkeeping 

Concrete Technology 
Estimating 

Boiler Operations 

Meat Cutting 

Insurance 

Real Estate 

Environmental Technology 


Total 44 


PPRPPRPRPRPRFPRPRPNNNNNWWWWWAhHRUUUNNUNUNDHYYVYVAHO HOw 


Question 8 Summary 


In Which Areas of Apprenticeship are you Involved? 


Apprenticeship Area Number of Respondents 
Electrician 9 
Heavy Truck & Coach Mechanical and Electrical Systems 8 
HVAC 7 
Mechanics 6 
Sheet Metal 6 
Tool and Die Machinist 6 
Plumbing 4 
Millwright 3 
Welder Fitter 3 
Automotive Body Repair 2 
Graphic Arts 2 
Automotive Electrical Systems 1 
Stained Glass Craftsmanship a 


Total 14 


5- HAVE EMPLOYEES OF THE FIRM ATTENDED TRAINING SEMINARS, 
WORKSHOPS OR COURSES EITHER IN-HOUSE OR OUTSIDE WITHIN THE 
LAST YEAR? 


- YES 119 OR 71.68% 


6. TYPE OF TRAINING AND THE HOURS SPENT ON IT? 
- MANAGEMENT TRAINING: 19 OR 11.44% SPEND 0-8 HOURS 
30 OR 18.07% SPEND 8-40 HOURS 
9 OR 5.42% SPEND 40+ HOURS 
- PRODUCT KNOWLEDGE: 18 OR 10.84% SPEND 0-8 HOURS 
38 OR 22.89% SPEND 8-40 HOURS 
7 OR 4.21% SPEND 40+ HOURS 
- TECHNICAL TRAINING: 16 OR 9.63% SPEND 0-8 HOURS 


47 OR 28.31% SPEND 8-40 HOURS 
25 OR 15.06% SPEND 40+ HOURS 


7. DO YOU PARTICIPATE IN APPRENTICESHIP PROGRAMS? 
YES 52 OR 31.32% 


NO 110 OR 66.26% 


9. IF YOU DO NOT PARTICIPATE IN APPRENTICESHIP PROGRAMS, WHY NOT? 


- NOT APPLICABLE: 74 OR 44.58% 
- EXISTING PROGRAMS DO NOT MEET NEED: 14 OR 12.72% 
- SIZE OF COMPANY 12 OR 10.90% 


LACK OF JOURNEYMEN TO MEET RATIO: 3 OR 2.72% 


10. WHAT WOULD BE YOUR PREFERRED FORMAT FOR TRAINING? 
ONE BEING THE MOST PREFERRED AND FIVE YOUR LEAST PREFERRED. 


- EVENING CLASSES: 72 OR 43.37% SAID ONE 
13 OR 7.83% SAID TWO 
18 OR 10.84% SAID THREE 
15 OR 9.03% SAID FOUR 


18 OR 10.84% SAID FIVE 


- ON-SITE: 43 OR 25.95% SAID ONE 
28 OR 16.86% SAID TWO 
16 OR 9.63% SAID THREE 
15 OR 9.03% SAID FOUR 


24 OR 14.45% SAID FIVE 


- FULL TIME: 9 OR 5.42% SAID ONE 
9 OR 5.42% SAID TWO 
8 OR 4.81% SAID THREE 
15 OR 9.03% SAID FOUR 


88 OR 53.01% SAID FIVE 


- SEMINARS/WORKSHOPS: 34 OR 20.48% SAID ONE 
29 OR 17.46% SAID TWO 
35 OR 21.08% SAID THREE 
15 OR 9.03 % SAID FOUR 


7 OR 4.21% SAID FIVE 


- HALF DAY OR FULL DAY: 23 OR 13.85% SAID ONE 
34 OR 20.48% SAID TWO 
24 OR 14.45% SAID THREE 
31 OR 18.67% SAID FOUR 


11 OR 6.62% SAID FIVE 


11. IF YOU ARE INVOLVED IN TRAINING, WHO PAYS FOR IT? 


- EMPLOYERS 128 OR 77.10% 
- EMPLOYEES 16 OR 9.63% 
- SPONSORED PROGRAM 24 OR 14.45% 


12. WHO PAYS FOR THE EMPLOYEE OR THE TRAINEES TIME? 


- EMPLOYERS 120 OR 72.28% 
- EMPLOYEES 20 OR 12.04% 
- SPONSORED PROGRAM 9 OR 5.42% 


13. WHO SHOULD IDENTIFY TRAINING NEEDS? 


- EMPLOYERS 151 OR 90.96% 
- EMPLOYEES 76 OR 45.78% 
- GOVERNMENT 18 OR 10.84% 
- PRIVATE TRAINERS 10 OR 6.02% 
- EDUCATION 11 OR 6.62% 
- UNION 13 OR 7.83% 


- OTHER 9 OR 5.42% 


14. WHO SHOULD VERIFY TRAINING NEEDS? 


- EMPLOYERS 149 OR 89.75% 
- EMPLOYEES 40 OR 24.09% 
- GOVERNMENT 11 OR 6.62% 
- PRIVATE TRAINERS 7 OR 4.21% 
= EDUCATION 9 OR 5.42% 
- UNION 7 OR 4.21% 
- OTHER 12 OR 7.22% 


15. WHO SHOULD DEVELOP TRAINING COURSES? 


- EMPLOYERS 106 OR 63.85% 
- EMPLOYEES 39 OR 23.49% 
- GOVERNMENT 22 OR 13.25% 
- PRIVATE TRAINERS 65 OR 39.15% 
- EDUCATION 39 OR 23.49% 
- UNION 7 OR 4.21% 

- OTHER 18 OR 10.84% 


16. WHO SELECT THE TRAINEES FOR THE COURSE? 


- EMPLOYERS 149 OR 89.75% 
- EMPLOYEES 35 OR 21.08% 
- GOVERNMENT 5 OR 3.01% 
- PRIVATE TRAINERS 7 OR 4.21% 
- EDUCATION 6 OR 3.61% 
- UNION 4 OR 2.40% 


- OTHER 9 OR 5.42% 


17. 


WHO SHOULD MONITOR AND EVALUATE TRAINING? 


- EMPLOYERS 


129 OR 77.71% 


- EMPLOYEES 42 OR 25.30% 
- GOVERNMENT 14 OR 8.43% 
- PRIVATE TRAINERS 46 OR 27.71% 
- EDUCATION 24 OR 14.45% 
- UNION 3 OR 1.80% 
- OTHER 10 OR 6.02% 
18. WHO SHOULD FUND TRAINING? 
- EMPLOYERS 126 OR 75.90% 
- EMPLOYEES 32 OR 19.27% 
- GOVERNMENT 80 OR 48.19% 
- UNIONS 6 OR 3.61% 
- EDUCATION 7 OR 4.21% 
- OTHER 17 OR 10.24% 
WHAT ARE YOUR BARRIERS TO TRAINING? 


- 86 OR 51.80% 


- 84 


- 65 


= 59 


=o 


- 38 


eo 


cana” As E 


OR 


OR 


OR 


OR 


OR 


OR 


OR 


50.60% 
39.15% 
35.54% 
23.49% 
22.89% 
15.06% 


12.65% 


SAID 


SAID 


SAID 


SAID 


SAID 


SAID 


SAID 


SAID 


LACK OF FINANCIAL RESOURCES 
UNABLE TO GIVE PERSONNEL TIME OFF 
TRAINING REQUIRED NOT AVAILABLE 
LACK OF TRAINING INFORMATION 
EMPLOYEE RESISTANCE TO TRAINING 
DIFFICULTY IN ASSESSING NEEDS 
LACK OF MANAGEMENT SUPPORT 


OTHER THINGS WERE BARRIERS 


APPENDIX 4 TRANSKILLS SURVEY RESULTS 


Small Companies 


COMPANIES WITH 1 - 20 EMPLOYEES 


99 COMPANIES 


TOTALS: 
EMPLOYERS INTO SERVICE: 76 
EMPLOYERS INTO MANUFACTURING: 38 


(THIS ABOVE TOTAL IS MORE THAN COMPLETED SURVEYS BECAUSE SOME 
EMPLOYERS DO BOTH) 


1. MOST COMMON REASONS FOR TRAINING? 


- NEW EMPLOYEES HAVE BEEN HIRED 75 OR 75.7% 
- NEW TECHNOLOGIES INTRODUCED 52 OR 52.5% 
- NEW PRODUCTS OR SERVICES 54 OR 54.5% 
- SOMEONE HAS BEEN PROMOTED 33 OR 33.3% 
- IN RESPONSE TO A TRAINING PLAN 32 OR 32.3% 
- MEET NEED OF COMPETETIVENESS 27 OR 27.2% 
- NEW PRODUCTION PROCESSES 19 OR 19.1% 
- OTHER 5 OR 5.05 


2. ARE YOU SATISFIED WITH EXISTING SKILL LEVELS? 
YES 70 OR 70.7% 
NO 32 OR 32.3% 


(ANY TOTALS THAT SEEM OUT ARE DUE TO NON-RESPONSES BY SOME 
EMPLOYERS FOR SOME QUESTIONS OR PARTS OF QUESTIONS) 


3. DO YOU FEEL YOUR WORKFORCE CAN BE ENHANCED BY: 


- SKILLS UPGRADING & ENHANCEMENT: 65 OR 65.6% 

- PROBLEM SOLVING, DECISION MAKING 63 OR 63.6% 
QUALITY STANDARDS 

- TEAM SKILLS, COMMUNICATION: 51 OR 51.5% 

= DETAILED, HIGH LEVEL SKILL: 44 OR 44.4% 

- BASIC SKILL NEEDS, LITERACY, NUMERACY: 33 OR 33.3% 

- SKILLS ENTRY ORIENTATION: 32 OR 32.3% 


5. HAVE EMPLOYEES OF THE FIRM ATTENDED TRAINING SEMINARS, 
WORKSHOPS OR COURSES EITHER IN-HOUSE OR OUTSIDE WITHIN THE 
LAST YEAR? 


- YES 62 OR 62.6% 
- NO 36 OR 36.3% 
6. TYPE OF TRAINING AND THE HOURS SPENT ON IT? 

- MANAGEMENT TRAINING: 11 OR 11.1% SPEND O-8 HOURS 
9 OR 9.09% SPEND 8-40 HOURS 
9 OR 9.09% SPEND 40+ HOURS 

- PRODUCT KNOWLEDGE: 6 OR 6.06% SPEND O-8 HOURS 
22 OR 22.2% SPEND 8-40 HOURS 
22 OR 22.2% SPEND 40+ HOURS 

- TECHNICAL TRAINING: 2 OR 2.02% SPEND O-8 HOURS 
1 


OR 1.01 % SPEND 8-40 HOURS 
13 OR 13.1% SPEND 40+ HOURS 


7. DO YOU PARTICIPATE IN APPRENTICESHIP PROGRAMS? 
YES 33 OR 33.3% 


NO 65 OR 65.6% 


9. IF YOU DO NOT PARTICIPATE IN APPRENTICESHIP PROGRAMS, WHY NOT? 


- NOT APPLICABLE: 


43 OR 43.4% 


- EXISTING PROGRAMS DO NOT MEET NEED: 8 OR 8.08% 


SIZE OF COMPANY 


LACK OF JOURNEYMEN TO MEET RATIO: 


10 OR 10.1% 


10. WHAT WOULD BE YOUR PREFERRED FORMAT FOR TRAINING? 
ONE BEING THE MOST PREFERRED AND FIVE YOUR LEAST PREFERRED. 


~ EVENING CLASSES: 


- ON-SITE: 


- FULL TIME: 


52 


9 


9 


5 


11 


56 


OR 


OR 


OR 


OR 


OR 


OR 


OR 


OR 


OR 


OR 


OR 


OR 


OR 


OR 


OR 


52.5% 


9.0% 


9.0% 


5.0% 


SAID ONE 


SAID TWO 


SAID THREE 


SAID FOUR 


7.0% SAID FIVE 


17.1% 
20.2% 
16.1% 
12.1% 


13.1% 


6.1% 
2.0% 
5.0% 
11.1% 


56.5% 


SAID ONE 


SAID TWO 


SAID THREE 


SAID FOUR 


SAID FIVE 


SAID ONE 


SAID TWO 


SAID THREE 


SAID FOUR 


SAID FIVE 


- SEMINARS/WORKSHOPS: 15 OR 15.1% SAID ONE 
14 OR 14.1% SAID TWO 
28 OR 28.2% SAID THREE 
8 OR 8.0% SAID FOUR 


4 OR 4.0% SAID FIVE 


- HALF DAY OR FULL DAY: 10 OR 10.1% SAID ONE 
22 OR 22.2% SAID TWO 
11 OR 11.1% SAID THREE 
23 OR 23.2% SAID FOUR 
7 OR 7.0% SAID FIVE 


11. IF YOU ARE INVOLVED IN TRAINING, WHO PAYS FOR IT? 


- EMPLOYERS 71 OR 71.7% 
- EMPLOYEES 11 OR 11.13% 
- SPONSORED PROGRAM 13 OR 13.1% 


12. WHO PAYS FOR THE EMPLOYEE OR THE TRAINEES TIME? 
- EMPLOYERS 68 OR 68.6% 
- EMPLOYEES 12 OR 12.1% 


- SPONSORED PROGRAM 5 OR 5.0% 


13. WHO SHOULD IDENTIFY TRAINING NEEDS? 


- EMPLOYERS 88 OR 88.8% 
- EMPLOYEES 43 OR 43.4% 
- GOVERNMENT 13 OR 13.1% 
- PRIVATE TRAINERS 8 OR 8.0% 
- EDUCATION 7 OR 7.0% 
- UNION 10 OR 10.1% 
- OTHER 5 OR 5.0% 


14. WHO SHOULD VERIFY TRAINING NEEDS? 


- EMPLOYERS 88 OR 88.8% 
- EMPLOYEES 19 OR 19.1% 
- GOVERNMENT 6 OR 6.0% 
- PRIVATE TRAINERS 4 OR 4.0% 
- EDUCATION 4 OR 4.0% 
- UNION 4 OR 4.0% 
- OTHER 7 OR 7.0% 


15. WHO SHOULD DEVELOP TRAINING COURSES? 


- EMPLOYERS 61 OR 61.1% 
- EMPLOYEES 20 OR 20.2% 
- GOVERNMENT 16 OR 16.13% 
- PRIVATE TRAINERS 31 OR 31.3% 
- EDUCATION 21 OR 21.2% 
- UNION 4 OR 4.0% 


- OTHER 14 OR 14.1% 


16. WHO SELECT THE TRAINEES FOR THE COURSE? 


- EMPLOYERS 89 OR 89.8% 
- EMPLOYEES 18 OR 18.13% 
- GOVERNMENT 4 OR 4.0% 
- PRIVATE TRAINERS 3 OR 3.0% 
- EDUCATION Z OR 2.0% 
- UNION al OR 1.0% 
- OTHER 2) OR 9.0% 


17. WHO SHOULD MONITOR AND EVALUATE TRAINING? 


- EMPLOYERS 78 OR 78.73% 
- EMPLOYEES 19 OR 19.1% 
- GOVERNMENT 9 OR 9.0% 

- PRIVATE TRAINERS 26 OR 26.2% 
- EDUCATION 13 OR 13.1% 
- UNION 3 OR 3.0% 

- OTHER 7 OR 7.0% 


18. WHO SHOULD FUND TRAINING? 


- EMPLOYERS 68 OR 68.6% 
- EMPLOYEES 23 OR 23.2% 
- GOVERNMENT 46 OR 46.4% 
- UNIONS 3 OR 3.0% 
- EDUCATION 3 OR 3.0% 


- OTHER La OR mel 1. Ls 


19. WHAT ARE YOUR BARRIERS TO TRAINING? 


- 48 


- 50 


- 45 


- 36 


- 21 


- 20 


- 17 


- 16 


OR 


OR 


OR 


OR 


OR 


OR 


OR 


OR 


48.4% 
50.5% 
45.4% 
36.3% 
21.2% 
20.2% 
17.1% 


16.1% 


SAID 


SAID 


SAID 


SAID 


SAID 


SAID 


SAID 


SAID 


LACK OF FINANCIAL RESOURCES 
UNABLE TO GIVE PERSONNEL TIME OFF 
TRAINING REQUIRED NOT AVAILABLE 
LACK OF TRAINING INFORMATION 
EMPLOYEE RESISTANCE TO TRAINING 
DIFFICULTY IN ASSESSING NEEDS 
LACK OF MANAGEMENT SUPPORT 


OTHER THINGS WERE BARRIERS 


APPENDIX 4 TRANSKILLS SURVEY RESULTS 


Medium-sized Companies 


COMPANIES WITH 21 - 99 EMPLOYEES 


34 COMPANIES 


TOTALS: 
EMPLOYERS INTO SERVICE: 23 
EMPLOYERS INTO MANUFACTURING: 15 


(THIS ABOVE TOTAL IS MORE THAN COMPLETED SURVEYS BECAUSE SOME 
EMPLOYERS DO BOTH) 


1. MOST COMMON REASONS FOR TRAINING? 


- NEW EMPLOYEES HAVE BEEN HIRED 31 OR 91.17% 
- NEW TECHNOLOGIES INTRODUCED 26 OR 76.47% 
- NEW PRODUCTS OR SERVICES 22 OR 64.70% 
- SOMEONE HAS BEEN PROMOTED 16 OR 47.05% 
- IN RESPONSE TO A TRAINING PLAN 20 OR 58.82% 
- MEET NEED OF COMPETETIVENESS 11 OR 32.35% 
- NEW PRODUCTION PROCESSES 13 OR 38.23% 
- OTHER 6 OR 17.64% 


2. ARE YOU SATISFIED WITH EXISTING SKILL LEVELS? 
YES 16 OR 47.+ 
NO 18 OR 52.94% 


(ANY TOTALS THAT SEEM OUT ARE DUE TO NON-RESPONSES BY SOME 
EMPLOYERS FOR SOME QUESTIONS OR PARTS OF QUESTIONS) 


3. DO YOU FEEL YOUR WORKFORCE CAN BE ENHANCED BY: 


- SKILLS UPGRADING & ENHANCEMENT: 23 OR 67.64% 


- PROBLEM SOLVING,DECISION MAKING 23 OR 67.64% 
QUALITY STANDARDS 


- TEAM SKILLS, COMMUNICATION: 25 OR 73.52% 
- DETAILED, HIGH LEVEL SKILL: 19 OR 55.88% 
- BASIC SKILL NEEDS, LITERACY, NUMERACY: 14 OR 41.17% 
- SKILLS ENTRY ORIENTATION: 14 OR 41.17% 


5. HAVE EMPLOYEES OF THE FIRM ATTENDED TRAINING SEMINARS, 
WORKSHOPS OR COURSES EITHER IN-HOUSE OR OUTSIDE WITHIN THE 


LAST YEAR? 
- YES 31 OR 91.17% 
- NO 3 OR 8.82% 


6. TYPE OF TRAINING AND THE HOURS SPENT ON IT? 


- MANAGEMENT TRAINING: 5 OR 14.70% SPEND 0-8 HOURS 


3 OR 8.82% SPEND 8-40 HOURS 
4 OR 11.76% SPEND 40+ HOURS 


- PRO DUCT KNOWLEDGE: 13 OR 38.23% SPEND 0-8 HOURS 


5 OR 14.70% SPEND 8-40 HOURS 
11 OR 32.35% SPEND 40+ HOURS 


- TECHNICAL TRAINING: 3 OR 8.82% SPEND 0-8 HOURS 


3 OR 8.82% SPEND 8-40 HOURS 
10 OR 29.41% SPEND 40+ HOURS 


7. DO YOU PARTICIPATE IN APPRENTICESHIP PROGRAMS? 


YES 


NO 


11 OR 32.35% 


23 OR 67.64% 


9. 


IF YOU DO NOT PARTICIPATE IN APPRENTICESHIP PROGRAMS, 


- NOT APPLICABLE: 


- EXISTING PROGRAMS DO NOT MEET NEED: 


SIZE OF COMPANY 


LACK OF JOURNEYMEN TO MEET RATIO: 


WHY NOT? 


15 OR 44.11% 


4 OR 11.76% 


1 OR 2.94% 


1 OR 2.94% 


10. 


WHAT WOULD BE YOUR PREFERRED FORMAT FOR TRAINING? 


ONE BEING THE MOST PREFERRED AND FIVE YOUR LEAST PREFERRED. 


- EVENING CLASSES: 


- ON-SITE: 


- FULL TIME: 


11 OR 
1 OR 
5 OR 
5 OR 
5 OR 
10 OR 
4 OR 
4 OR 
1 OR 
4 OR 
1 OR 
2 OR 
1 OR 
2 OR 
18 OR 


32.35% SAID ONE 


2.94% SAID TWO 


14.70% 
14.70% 


14.70% 


29.41% 
11.76% 
11.76% 
2.94% 


11.76% 


2.94% 
5.88% 
2.94% 
5.88% 


52.94% 


SAID 


THREE 


SAID FOUR 


SAID 


SAID 


SAID 


FIVE 


ONE 


TWO 


SAID THREE 


SAID 


SAID 


SAID 


SAID 


SAID 


SAID 


SAID 


FOUR 


FIVE 


ONE 


TWO 


THREE 


FOUR 


FIVE 


- SEMINARS /WORKSHOPS: 9 OR 26.47% SAID ONE 
5 OR 14.70% SAID TWO 
3 OR 8.82% SAID THREE 
5 OR 14.70% SAID FOUR 


1 OR 2.94% SAID FIVE 


- HALF DAY OR FULL DAY: 5 OR 14.70% SAID ONE 
6 OR 17.64% SAID TWO 
6 OR 17.64% SAID THREE 
4 OR 11.76% SAID FOUR 


2 OR 5.88% SAID FIVE 


11. IF YOU ARE INVOLVED IN TRAINING, WHO PAYS FOR IT? 


- EMPLOYERS 31 OR 91.17% 
- EMPLOYEES 3 OR 8.82% 
- SPONSORED PROGRAM 6 OR 17.64% 


12. WHO PAYS FOR THE EMPLOYEE OR THE TRAINEES TIME? 
- EMPLOYERS 27 OR 79.41% 
- EMPLOYEES 7 OR 20.58% 


- SPONSORED PROGRAM 3 OR 8.82% 


13. WHO SHOULD IDENTIFY TRAINING NEEDS? 


- EMPLOYERS 34 OR 100% 

- EMPLOYEES 20 OR 58.82% 
- GOVERNMENT 1 OR 2.94% 
- PRIVATE TRAINERS 2 OR 5.88% 
- EDUCATION 1 OR 2.94% 
- UNION 2 OR 5.88% 
- OTHER 2 OR 5.88% 


14. WHO SHOULD VERIFY TRAINING NEEDS? 


- EMPLOYERS 33 OR 97.05% 
- EMPLOYEES 12 OR 35.29% 
- GOVERNMENT 2 OR 5.88% 
- PRIVATE TRAINERS 3 OR 8.82% 
- EDUCATION 1 OR 2.94% 
- UNION 2 OR 5.88% 
- OTHER 4 OR 11.76% 


15. WHO SHOULD DEVELOP TRAINING COURSES? 


- EMPLOYERS 21 OR 61.76% 
- EMPLOYEES 10 OR 29.41% 
- GOVERNMENT 4 OR 11.76% 
- PRIVATE TRAINERS 19 OR 55.88% 
- EDUCATION 8 OR 23.52% 
- UNION 2 OR 5.88% | 


- OTHER 1 OR 2.94% 


16. WHO SELECT THE TRAINEES FOR THE COURSE? 


- EMPLOYERS 31 OR 91.17% 
- EMPLOYEES 8 OR 23.52% 
- GOVERNMENT lL OR 2.94% 
- PRIVATE TRAINERS 4 OR 11.76% 
- EDUCATION 2 OR 5.88% 
- UNION 1 OR 2.94% 
- OTHER 1 OR 2.94% 


17. WHO SHOULD MONITOR AND EVALUATE TRAINING? 


- EMPLOYERS 27 OR 79.41% 
- EMPLOYEES 8 OR 23.52% 
- GOVERNMENT 4 OR 11.76% 
- PRIVATE TRAINERS 13 OR 38.23% 
- EDUCATION 2 OR 5.88% 
- UNION 2 OR 5.88% 
- OTHER 2 OR 5.88% 


18. WHO SHOULD FUND TRAINING? 


- EMPLOYERS 30 OR 88.23% 
- EMPLOYEES 4 OR 11.76% 
- GOVERNMENT 16 OR 47.05% 
- UNIONS 2 OR 5.88% 
- EDUCATION 0 OR 0% 


- OTHER 1 OR 2.94% 


YOUR BARRIERS TO TRAINING? 

58.82% SAID LACK OF FINANCIAL RESOURCES 
50.00% SAID UNABLE TO GIVE PERSONNEL TIME OFF 
26.47% SAID TRAINING REQUIRED NOT AVAILABLE 
29.41% SAID LACK OF TRAINING INFORMATION 
20.58% SAID EMPLOYEE RESISTANCE TO TRAINING 
29.41% SAID DIFFICULTY IN ASSESSING NEEDS 
17.64% SAID LACK OF MANAGEMENT SUPPORT 


8.82% SAID OTHER THINGS WERE BARRIERS 


APPENDIX 4 TRANSKILLS SURVEY RESULTS 


Large Companies 


COMPANIES WITH 100 + EMPLOYEES 


23 COMPANIES 


TOTALS : 
EMPLOYERS INTO SERVICE: 12 
EMPLOYERS INTO MANUFACTURING: 14 


(THIS ABOVE TOTAL IS MORE THAN COMPLETED SURVEYS BECAUSE SOME 
EMPLOYERS DO BOTH) 


1. MOST COMMON REASONS FOR TRAINING? 


- NEW EMPLOYEES HAVE BEEN HIRED 21 OR 91.30% 
- NEW TECHNOLOGIES INTRODUCED 19 OR 82.60% 
- NEW PRODUCTS OR SERVICES 17 OR 73.91% 
- SOMEONE HAS BEEN PROMOTED 19 OR 82.60% 
- IN RESPONSE TO A TRAINING PLAN 17 OR 73.91% 
- MEET NEED OF COMPETETIVENESS 18 OR 78.26% 
- NEW PRODUCTION PROCESSES 14 OR 60.86% 
- OTHER 3 OR 13.04% 


2. ARE YOU SATISFIED WITH EXISTING SKILL LEVELS? 
YES 9 OR 39.13% 
NO 14 OR 60.86% 


(ANY TOTALS THAT SEEM OUT ARE DUE TO NON-RESPONSES BY SOME 
EMPLOYERS FOR SOME QUESTIONS OR PARTS OF QUESTIONS) 


3. DO YOU FEEL YOUR WORKFORCE CAN BE ENHANCED BY: 


- SKILLS UPGRADING & ENHANCEMENT: 22 OR 95.65% 

- PROBLEM SOLVING, DECISION MAKING 23 OR 100% 
QUALITY STANDARDS 

- TEAM SKILLS, COMMUNICATION: 21 OR 91.30% 

- DETAILED, HIGH LEVEL SKILL: 18 OR 78.26% 

- BASIC SKILL NEEDS, LITERACY, NUMERACY: 11 OR 47.82% 

- SKILLS ENTRY ORIENTATION: 10 OR 43.47% 


5. HAVE EMPLOYEES OF THE FIRM ATTENDED TRAINING SEMINARS, 
WORKSHOPS OR COURSES EITHER IN-HOUSE OR OUTSIDE WITHIN THE 
LAST YEAR? 


- YES 21 OR 91.30% 


- NO 2 OR 8.69% 


6. TYPE OF TRAINING AND THE HOURS SPENT ON IT? 


OR 4.34% SPEND 0-8 HOURS 
OR 17.39% SPEND 8-40 HOURS 
OR 8.69% SPEND 40+ HOURS 


- MANAGEMENT TRAINING: 


N & 


9 OR 39.13% SPEND 0-8 HOURS 
7 OR 30.43% SPEND 8-40 HOURS 
12 OR 52.17% SPEND 40+ HOURS 


- PRODUCT KNOWLEDGE: 


- TECHNICAL TRAINING: 4 OR 17.39% SPEND 0-8 HOURS 
3 OR 13.04 % SPEND 8-40 HOURS 
2 OR 8.69% SPEND 40+ HOURS 


7. DO YOU PARTICIPATE IN APPRENTICESHIP PROGRAMS? 
YES 6 OR 26.08% 


NO 17 OR 73.91% 


9. IF YOU DO NOT PARTICIPATE IN APPRENTICESHIP PROGRAMS, WHY NOT? 


NOT APPLICABLE: 


SIZE OF COMPANY 


11 OR 47.82% 


EXISTING PROGRAMS DO NOT MEET NEED: 1 OR 4.34% 


2 OR 8.69% 


- LACK OF JOURNEYMEN TO MEET RATIO: 2 OR 8.69% 


10. WHAT WOULD BE YOUR PREFERRED FORMAT FOR TRAINING? 
ONE BEING THE MOST PREFERRED AND FIVE YOUR LEAST PREFERRED. 


- EVENING CLASSES: 


- ON-SITE: 


- FULL TIME: 


7 


3 


OR 


OR 


OR 


OR 


OR 


OR 


OR 


OR 


OR 


OR 


OR 


OR 


OR 


30.43% SAID ONE 

13.04% SAID TWO 
13.04% SAID THREE 
21.73% SAID FOUR 


17.39% SAID FIVE 


60.86% SAID ONE 
4.34% SAID TWO 
4.34% SAID THREE 
4.34% SAID FOUR 


21.73% SAID FIVE 


8.69% SAID ONE 
13.04% SAID TWO 
13.04% SAID THREE 
8.69% SAID FOUR 


56.52% SAID FIVE 


- SEMINARS /WORKSHOPS: 6 OR 26.08% SAID ONE 
9 OR 39.13% SAID TWO 
5 OR 21.73% SAID THREE 
1 OR 4.34% SAID FOUR 


2 OR 8.69% SAID FIVE 


~ HALF DAY OR FULL DAY: 9 OR 39.13% SAID ONE 
3 OR 13.04% SAID TWO 
5S OR 21.73% SAID THREE 
4 OR 17.39% SAID FOUR 
1 OR 4.34% SAID FIVE 


11. IF YOU ARE INVOLVED IN TRAINING, WHO PAYS FOR IT? 


- EMPLOYERS 21 OR 91.30% 
- EMPLOYEES 1 OR 4.34% 
- SPONSORED PROGRAM 6 OR 26.08% 


12. WHO PAYS FOR THE EMPLOYEE OR THE TRAINEES TIME? 
- EMPLOYERS 19 OR 82.60% 
- EMPLOYEES al OR 4.34% 


- SPONSORED PROGRAM 4; OR 4.34% 


13. WHO SHOULD IDENTIFY TRAINING NEEDS? 


- EMPLOYERS 23 OR 100% 

- EMPLOYEES 11 OR 47.82% 
- GOVERNMENT 4 OR 17.39% 
- PRIVATE TRAINERS 0 OR 0% 

- EDUCATION 3 OR 13.04% 
- UNION 1 OR 4.34% 
- OTHER 2 OR 8.69% 


14. WHO SHOULD VERIFY TRAINING NEEDS? 


- EMPLOYERS 21 OR 91.30% 
- EMPLOYEES 7 OR 30.43% 
- GOVERNMENT 3 OR 13.04% 
- PRIVATE TRAINERS O OR 0% 

- EDUCATION 3 OR 13.04% 
- UNION 1 OR 4.34% 
- OTHER 2 OR 8.69% 


15. WHO SHOULD DEVELOP TRAINING COURSES? 


- EMPLOYERS 19 OR 82.60% 
- EMPLOYEES 8 OR 34.78% 
- GOVERNMENT 2 OR 8.69% 
- PRIVATE TRAINERS 12 OR 52.17% 
- EDUCATION 8 OR 34.78% 
- UNION 1 OR 4.34% 


- OTHER 2 OR 8.69% 


16. WHO SELECT THE TRAINEES FOR THE COURSE? 


- EMPLOYERS 23 OR 100% 

- EMPLOYEES 8 OR 34.78% 
- GOVERNMENT 1 OR 4.34% 
- PRIVATE TRAINERS 0 OR 0% 

- EDUCATION 1 OR 4.34% 
- UNION ul OR 4.34% 
- OTHER O OR 0% 


17. WHO SHOULD MONITOR AND EVALUATE TRAINING? 


- EMPLOYERS 21 OR 91.30% 
- EMPLOYEES 12 OR 52.17% 
- GOVERNMENT 2 OR 8.69% 
- PRIVATE TRAINERS 6 OR 26.08% 
- EDUCATION 8 OR 34.78% 
- UNION Oo OR 0% 

- OTHER 1 OR 4.34% 


18. WHO SHOULD FUND TRAINING? 


- EMPLOYERS 19 OR 82.60% 
- EMPLOYEES 4 OR 17.39% 
- GOVERNMENT 14 OR 60.86% 
- UNIONS 1 OR 4.34% 

- EDUCATION 3 OR 13.04% 


- OTHER 5 OR 21.73% 


19. WHAT ARE YOUR BARRIERS 


13 


13 


OR 


OR 


OR 


OR 


OR 


OR 


OR 


OR 


56.52% 
56.52% 
34.78% 
39.13% 
21.73% 
30.43% 


30.43% 


SAID 


SAID 


SAID 


SAID 


SAID 


SAID 


SAID 


TO TRAINING? 

LACK OF FINANCIAL RESOURCES 
UNABLE TO GIVE PERSONNEL TIME OFF 
TRAINING REQUIRED NOT AVAILABLE 
LACK OF TRAINING INFORMATION 
EMPLOYEE RESISTANCE TO TRAINING 
DIFFICULTY IN ASSESSING NEEDS 


LACK OF MANAGEMENT SUPPORT 


4.34% SAID OTHER THINGS WERE BARRIERS 


APPENDIX 4 TRANSKILLS SURVEY RESULTS 


Non-transkills Involved 


NON - tranSKILLS EMPLOYERS 


112 COMPANIES 


TOTALS ; 
EMPLOYERS INTO SERVICE: 74 
EMPLOYERS INTO MANUFACTURING: 59 


(THIS ABOVE TOTAL IS MORE THAN COMPLETED SURVEYS BECAUSE SOME 
EMPLOYERS DO BOTH) 


1. MOST COMMON REASONS FOR TRAINING? 


- NEW EMPLOYEES HAVE BEEN HIRED 88 OR 78.57% 
- NEW TECHNOLOGIES INTRODUCED 76 OR 67.85% 
- NEW PRODUCTS OR SERVICES 59 OR 52.67% 
- SOMEONE HAS BEEN PROMOTED 40 OR 35.71% 
- IN RESPONSE TO A TRAINING PLAN 37 OR 33.03% 
- MEET NEED OF COMPETETIVENESS 28 OR 25.00% 
- NEW PRODUCTION PROCESSES 33 OR 29.46% 
- OTHER 9 OR 8.03% 


2. ARE YOU SATISFIED WITH EXISTING SKILL LEVELS? 
YES 75 OR 66.96% 
NO 36 OR 32.14% 


(ANY TOTALS THAT SEEM OUT ARE DUE TO NON-RESPONSES BY SOME 
EMPLOYERS FOR SOME QUESTIONS OR PARTS OF QUESTIONS) 


3. DO YOU FEEL YOUR WORKFORCE CAN BE ENHANCED BY: 


- SKILLS UPGRADING & ENHANCEMENT: 69 OR 61.60% 

- PROBLEM SOLVING, DECISION MAKING 71 OR 63.39% 
QUALITY STANDARDS 

- TEAM SKILLS, COMMUNICATION: 66 OR 58.92% 

- DETAILED, HIGH LEVEL SKILL: 48 OR 42.85% 

- BASIC SKILL NEEDS, LITERACY, NUMERACY: 45 OR 40.17% 

- SKILLS ENTRY ORIENTATION: 37 OR 33.03% 


5. HAVE EMPLOYEES OF THE FIRM ATTENDED TRAINING SEMINARS, 
WORKSHOPS OR COURSES EITHER IN-HOUSE OR OUTSIDE WITHIN THE 
LAST YEAR? 


- YES 73 OR 65.17% 
- NO 37 OR 33.03% 
6. TYPE OF TRAINING AND THE HOURS SPENT ON IT? 

- MANAGEMENT TRAINING: 8 OR 7.14% SPEND 0-8 HOURS 
10 OR 8.92% SPEND 8-40 HOURS 
9 OR 8.03% SPEND 40+ HOURS 

- PRODUCT KNOWLEDGE: 11 OR 9.82% SPEND 0-8 HOURS 
17 OR 15.17% SPEND 8-40 HOURS 
24 OR 21.42% SPEND 40+ HOURS 

- TECHNICAL TRAINING: 3 OR 2.67% SPEND 0-8 HOURS 


1 OR 0.89% SPEND 8-40 HOURS 
17 OR 15.17% SPEND 40+ HOURS 


7. DO YOU PARTICIPATE IN APPRENTICESHIP PROGRAMS? 
YES 34 OR 30.35% 


NO 77 OR 68.75% 


9. 


IF YOU DO NOT PARTICIPATE IN APPRENTICESHIP PROGRAMS, WHY NOT? 


- NOT APPLICABLE: 


- EXISTING PROGRAMS DO NOT MEET NEED: 


SIZE OF COMPANY 


LACK OF JOURNEYMEN TO MEET RATIO: 


54 OR 48.21% 
8 OR 7.14% 
11 OR 9.82% 


3 OR 2.67% 


10. 


WHAT WOULD BE YOUR PREFERRED FORMAT FOR TRAINING? 
ONE BEING THE MOST PREFERRED AND FIVE YOUR LEAST PREFERRED. 


- EVENING CLASSES: 


- ON-SITE: 


- FULL TIME: 
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8 


14 


9 


23 


10 
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OR 44.64% SAID ONE 


OR 


OR 


OR 


OR 


OR 


OR 


OR 


OR 


OR 


OR 


OR 


OR 


OR 


OR 


7.14% SAID TWO 


12.50% SAID THREE 


8.03% SAID FOUR 


7.14% SAID FIVE 


20.53% SAID ONE 


18.75% SAID TWO 


11.60% SAID THREE 


8.92% SAID FOUR 


9.82% SAID FIVE 


6.25% 
2.67% 
2.67% 
8.92% 


54.46% 


SAID 


SAID 


SAID 


SAID 


SAID 


ONE 


TWO 


THREE 


FOUR 


FIVE 


- SEMINARS /WORKSHOPS: 22 OR 19.64% SAID ONE 
19 OR 16.96% SAID TWO 
19 OR 16.96% SAID THREE 
7 OR 6.25% SAID FOUR 


5 OR 4.46% SAID FIVE 


- HALF DAY OR FULL DAY: 13 OR 11.60% SAID ONE 
18 OR 16.07% SAID TWO 
13 OR 11.60% SAID THREE 
23 OR 20.53% SAID FOUR 
4 OR 3.57% SAID FIVE 


11. IF YOU ARE INVOLVED IN TRAINING, WHO PAYS FOR IT? 


- EMPLOYERS 86 OR 76.78% 
- EMPLOYEES 9 OR 8.03% 
- SPONSORED PROGRAM 17 OR 15.17% 


12. WHO PAYS FOR THE EMPLOYEE OR THE TRAINEES TIME? 
- EMPLOYERS 67 OR 59.82% 
- EMPLOYEES 24 OR 21.42% 


- SPONSORED PROGRAM 6 OR 5.35% 


13. WHO SHOULD IDENTIFY TRAINING NEEDS? 


- EMPLOYERS 94 OR 83.92% 
- EMPLOYEES 55 OR 49.10% 
- GOVERNMENT 20 OR 17.85% 
- PRIVATE TRAINERS 10 OR 8.92% 
- EDUCATION 11 OR 9.82% 
- UNION 13 OR 11.60% 
- OTHER 6 OR 5.35% 


14. WHO SHOULD VERIFY TRAINING NEEDS? 


- EMPLOYERS 101 OR 90.17% 
- EMPLOYEES 23. OR 20.53% 
- GOVERNMENT 10 OR 8.92% 
- PRIVATE TRAINERS 6 OR 5.35% 
- EDUCATION 7 OR 6.25% 
- UNION 7 OR 6.25% 
- OTHER 9 OR 8.03% 


15. WHO SHOULD DEVELOP TRAINING COURSES? 


- EMPLOYERS 71 OR 63.39% 
- EMPLOYEES 22 OR 19.64% 
- GOVERNMENT 18 OR 16.07% 
- PRIVATE TRAINERS 39 OR 34.82% 
- EDUCATION 24 OR 21.42% 
- UNION 7 OR 6.25% 


- OTHER 14 OR 12.50% 


16. WHO SELECT THE TRAINEES FOR THE COURSE? 


- EMPLOYERS 98 OR 87.50% 
- EMPLOYEES 25 OR 22.32% 
- GOVERNMENT 4 OR 3.57% 
- PRIVATE TRAINERS 4 OR 3.57% 
- EDUCATION 4 OR 3.57% 
- UNION 3 OR 2.67% 
- OTHER 8 OR 7.14% 


17. WHO SHOULD MONITOR AND EVALUATE TRAINING? 


- EMPLOYERS 85 OR 75.89% 
- EMPLOYEES 21 OR 18.75% 
- GOVERNMENT 11 OR 9.82% 
- PRIVATE TRAINERS 25 OR 22.32% 
- EDUCATION 20 OR 17.85% 
- UNION 4 OR 3.57% 
- OTHER 9 OR 8.03% 


18. WHO SHOULD FUND TRAINING? 


- EMPLOYERS 112 OR 100% 

- EMPLOYEES 20 OR 17.85% 
- GOVERNMENT 55 OR 49.10% 
- UNIONS 5 OR 4.46% 
- EDUCATION 5 OR 4.46% 


- OTHER 10 OR 8.92% 


19. WHAT ARE YOUR BARRIERS 
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46.42% 
44.64% 
30.35% 
31.25% 
24.10% 
20.53% 
16.96% 


12.50% 


SAID 


SAID 


SAID 


SAID 


SAID 


SAID 


SAID 


SAID 


TO TRAINING? 

LACK OF FINANCIAL RESOURCES 
UNABLE TO GIVE PERSONNEL TIME OFF 
TRAINING REQUIRED NOT AVAILABLE 
LACK OF TRAINING INFORMATION 
EMPLOYEE RESISTANCE TO TRAINING 
DIFFICULTY IN ASSESSING NEEDS 
LACK OF MANAGEMENT SUPPORT 


OTHER THINGS WERE BARRIERS 


APPENDIX 4 TRANSKILLS SURVEY RESULTS 


transkills Involved 


COMPANIES ALREADY WORKING WITH TRANSKILLS 


50 COMPANIES 
TOTALS: 
EMPLOYERS INTO SERVICE: 


EMPLOYERS INTO MANUFACTURING: 


1. MOST COMMON REASONS FOR TRAINING? 


NEW EMPLOYEES HAVE BEEN HIRED 


NEW TECHNOLOGIES INTRODUCED 


- NEW PRODUCTS OR SERVICES 

- SOMEONE HAS BEEN PROMOTED 

- IN RESPONSE TO A TRAINING PLAN 
- MEET NEED OF COMPETETIVENESS 


- NEW PRODUCTION PROCESSES 


45 OR 
44 OR 
39 OR 
33 OR 
34 OR 
30 OR 
15 OR 
4 OR 


2. ARE YOU SATISFIED WITH EXISTING SKILL LEVELS? 


YES 


NO 


(ANY TOTALS THAT SEEM OUT ARE DUE TO NON-RESPONSES BY 
EMPLOYERS FOR SOME QUESTIONS OR PARTS OF QUESTIONS) 


26 OR 


25 OR 


52% 


50% 


40 


10 


SOME 


3. DO YOU FEEL YOUR WORKFORCE CAN BE ENHANCED BY: 


- SKILLS UPGRADING & ENHANCEMENT: 45 OR 90% 

- PROBLEM SOLVING, DECISION MAKING 43 OR 86% 
QUALITY STANDARDS 

- TEAM SKILLS, COMMUNICATION: 36 OR 72% 

- DETAILED, HIGH LEVEL SKILL: 35 OR 70% 

- BASIC SKILL NEEDS, LITERACY, NUMERACY: 17 OR 34% 

- SKILLS ENTRY ORIENTATION: 23 OR 46% 


5. HAVE EMPLOYEES OF THE FIRM ATTENDED TRAINING SEMINARS, 
WORKSHOPS OR COURSES EITHER IN-HOUSE OR OUTSIDE WITHIN THE 
LAST YEAR? 


- YES 45 OR 90% 


- NO 5 OR 10% 


6. TYPE OF TRAINING AND THE HOURS SPENT ON IT? 


- MANAGEMENT TRAINING: 12 OR 24% SPEND 0-8 HOURS 
9 OR 18% SPEND 8-40 HOURS 
7 OR 14% SPEND 40+ HOURS 


- PRODUCT KNOWLEDGE: 18 OR 36% SPEND 0-8 HOURS 
21 OR 42% SPEND 8-40 HOURS 
21 OR 42% SPEND 40+ HOURS 


5 OR 10% SPEND 0-8 HOURS 
6 OR 12% SPEND 8-40 HOURS 
7 OR 14% SPEND 40+ HOURS 


- TECHNICAL TRAINING: 


7. DO YOU PARTICIPATE IN APPRENTICESHIP PROGRAMS? 
YES 18 OR 36% 


NO 32 OR 64% 


9. IF YOU DO NOT PARTICIPATE IN APPRENTICESHIP PROGRAMS, WHY NOT? 


- NOT APPLICABLE: 18 OR 36% 
- EXISTING PROGRAMS DO NOT MEET NEED: 6 OR 12% 
- SIZE OF COMPANY 3 OR 6% 
- LACK OF JOURNEYMEN TO MEET RATIO: 0 OR 0% 


10. WHAT WOULD BE YOUR PREFERRED FORMAT FOR TRAINING? 
ONE BEING THE MOST PREFERRED AND FIVE YOUR LEAST PREFERRED. 


- EVENING CLASSES: 22 OR 44% SAID ONE 
5 OR 10% SAID TWO 
7 OR 14% SAID THREE 
6 OR 12% SAID FOUR 


10 OR 20% SAID FIVE 


- ON-SITE: 22 OR 44% SAID ONE 
7 OR 14% SAID TWO 
3 OR 6% SAID THREE 
5 OR 10% SAID FOUR 


12 OR 24% SAID FIVE 


- FULL TIME: 2 OR 4% SAID ONE 
6 OR 12% SAID TWO 
7 OR 14% SAID THREE 
5 OR 10% SAID FOUR 


28 OR 56% SAID FIVE 


- SEMINARS /WORKSHOPS: 12 OR 24% SAID ONE 
11 OR 22% SAID TWO 
16 OR 32% SAID THREE 
8 OR 16% SAID FOUR 


2 OR 4% SAID FIVE 


- HALF DAY -OR FULL DAY: 11 OR 22% SAID ONE 
14 OR 28% SAID TWO 
11 OR 22% SAID THREE 
7 OR 14% SAID FOUR 
7 OR 14% SAID FIVE 


11. IF YOU ARE INVOLVED IN TRAINING, WHO PAYS FOR IT? 


- EMPLOYERS 41 OR 82% 
- EMPLOYEES 7 OR 14% 
- SPONSORED PROGRAM 10 OR 20% 


12. WHO PAYS FOR THE EMPLOYEE OR THE TRAINEES TIME? 
- EMPLOYERS 42 OR 84% 
- EMPLOYEES 5 OR 10% 


- SPONSORED PROGRAM 2 OR 4% 


13. WHO SHOULD IDENTIFY TRAINING NEEDS? 


- EMPLOYERS 40 OR 80% 
- EMPLOYEES 23 OR 46% 
- GOVERNMENT 2 OR 4% 
- PRIVATE TRAINERS 0 OR 0% 
- EDUCATION 0 OR 0% 
- UNION 1 OR 2% 
- OTHER 3 OR 6% 


14. WHO SHOULD VERIFY TRAINING NEEDS? 


- EMPLOYERS 47 OR 94% 
- EMPLOYEES 16 OR 32% 
- GOVERNMENT 1 OR 2% 
- PRIVATE TRAINERS Oo OR 0% 
- EDUCATION 0 OR 0% 
- UNION a OR 2% 
- OTHER 3 OR 6% 


15. WHO SHOULD DEVELOP TRAINING COURSES? 


- EMPLOYERS 36 OR 72% 
- EMPLOYEES 16 OR 32% 
- GOVERNMENT 5 OR 10% 
- PRIVATE TRAINERS 24 OR 48% 
- EDUCATION 13 OR 26% 
- UNION 1 OR 2% 


- OTHER 1 OR 2% 


16. WHO SELECT THE TRAINEES FOR THE COURSE? 


- EMPLOYERS 40 OR 80% 
- EMPLOYEES 9 OR 18% 
- GOVERNMENT 1 OR 2% 
- PRIVATE TRAINERS 4 OR 8% 
- EDUCATION 3 OR 6% 
- UNION . 1 OR 2% 
- OTHER 1 OR 2% 


17. WHO SHOULD MONITOR AND EVALUATE TRAINING? 


- EMPLOYERS 44 OR 88% 
- EMPLOYEES 22 OR 44% 
- GOVERNMENT 1 OR 2% 
- PRIVATE TRAINERS 23 OR 46% 
- EDUCATION 5 OR 10% 
- UNION O OR 0% 
- OTHER 2 OR 4% 


18. WHO SHOULD FUND TRAINING? 


- EMPLOYERS 40 OR 80% 
- EMPLOYEES 11 OR 22% 
- GOVERNMENT 24 OR 48% 
- UNIONS 1 OR 2% 
- EDUCATION 2 OR 4% 


- OTHER {/ OR 14% 


19. WHAT ARE YOUR BARRIERS TO TRAINING? 
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66% 


SAID 


SAID 


SAID 


SAID 


SAID 


SAID 


SAID 


SAID 


LACK OF FINANCIAL RESOURCES 
UNABLE TO GIVE PERSONNEL TIME OFF 
TRAINING REQUIRED NOT AVAILABLE 
LACK OF TRAINING INFORMATION 
EMPLOYEE RESISTANCE TO TRAINING 
DIFFICULTY IN ASSESSING NEEDS 
LACK OF MANAGEMENT SUPPORT 


OTHER THINGS WERE BARRIERS 


APPENDIX 5 COMMENTS FROM RESPONDENTS 


COMMENTS FROM RESPONDENTS page {1} 


"Apprenticeship skills are too specific." 
"It's about time we returned to reading, writing and arithmetic." 


"The government should be involved more in programs but without so 
much bureaucracy. There is not enough information sharing and 
communication between employees and government." 


"we hire skilled labour because we cannot afford to train on our 
own. We believe that government should subsidize training because 
there are too many people without skills." 


"We are satisfied with the training level in our company because we 
have a Human Resources Department which is well informed as to what 
is available." 


"There is not enough evaluation done for training. The college is 
seen as the only evaluator but this is not true. Cross-training is 
non-existent - you want to know why? When the college comes in to 
evaluate, why should the fit be to the way the college teaches the 
course? Their priority is not company specific. Filling seats is 
only one aspect of training needs assessment." 


"Cost and attrition rates of apprentices keep us away from 
involving our company in this progran. Employers should fund 
training only if they are direct users of the trained person. The 
community should also be involved, but contrariness of unions often 
is a barrier to effective training." 


"There are no incentives to become an apprentice because the 
government does not enforce legislation against those that are 
practicing without licenses, while an apprentice is paid less. Why 
is there no government support for training?" 


"We are too busy to send our workforce for training. Our training 
is only related to our jobs. Those that supply us with the 
workforce should fund training." 


"Methodology of skills teaching has to be arranged to fit the 
employees needs to help them develop the appropriate personality 
for the job. People can have a certificate of technical skills but 
the wrong attitude. The quality of training and trainers must be 
improved." 


"We need to team the private sector with the government for 
training dollars." 


| COMMENTS FROM RESPONDENTS page [2] | 


“very good survey. The government puts out the rules and criteria 
for the workplace so they should fund training required for 
compliance." 


“We need more third party participants in the training partnership 
(like trarSKILLS) and we need more seats per program." 


"The quality of training offered is sub-standard and a waste of 
time. We need to combine subject matter with experts in the 
region, to find resources for training. e.g. combining companies 
with similar needs to get more ‘bang’ for your training buck." 


“The customer pays for training and tells us if we got it right. 
This is our best resource for making evaluations. Is this labour 
needs stuff a dead horse? I want to know who in our industry has 
similar training needs so we can band together for group strength." 


“We are fortunate to be involved in training. Awareness of issues 
will solve a lot of needs. Work with those that will work with 
you. Manufacturers should provide training locally and tranSKILLs 
globally." 


"I have stopped taking on apprentices because they get trained and 
then take off for a better job somewhere else. It becomes too 
expensive. There is also a basic lack of knowledge on the part of 
students coming out of high school in basic subjects such as 
Mathematics and English. This is a big problem." 


“My employees learn cabinetry from A to Z, so they know the entire 
business. I am willing to take the care and time to train people 
in the craft, so the government should pay for the training instead 
of paying for these people to be on welfare." 


“We do not have many high skill jobs at our plant but we treat our 
employees with respect and pay them well. We all communicate 
together very well and nobody has quit in 12 years." 


“Employee resistance to training is a big factor as a barrier to 
training. Generally, employees cannot see past the end of their 
noses when it comes to improvement. Successful manufacturers will 
be moving away from manual labour and heading toward computers." 


“After successful completion of training by an employee, the 
company should be re-imbursed. Also, some of the training that is 
available is geared toward job specific skills. Staff need to gain 
skills in sales and marketing techniques. This is difficult to do 
when we must send a person to Halifax for a sales course." 


COMMENTS FROM RESPONDENTS | page [3] 


"We will send an employee for training if they are serious. In 
this instance we would then take responsibility for the cost." 


"Computer knowledge is a priority in the publishing business, but 
for a small company it is difficult to make a decision on what type 
of training is most appropriate. We need more seminars for small 
business." 


"More attention is required to upgrade current tradespeople who are 
employed versus UIC recipients who are unemployed. A condition of 
renewing or maintaining a Trade Licence should require upgrading 
and specific training in the field." 


"Fundamentals are good but specific applications training is 
lacking. We need more Jack-of-all-master-of-none type people. The 
college has programs which are not geared to the workplace. 
Employees need to be taught specific skills as well as problem 
solving and self-directed behaviours. Canned programs is what we 
get - not well thought out, collaborative applications." 


"We train to comply with government regulations." 


"Unskilled people are hired in the door lamination and fibreglass 
mould making business, but very attentive skills are needed. We 
train them, but to advance from here they need basic education. 
These employees tend to have low mathematics, poor reading and 
writing skills, and are lacking in intellectual capabilities." 


"Not enough employers participate in apprenticeship programs. If 
custom designed training was shared by all, all would benefit. A 
handful of companies train properly, then the new Journeymen leave 
and work for a company that does not train but can afford to pay 
higher wages. There should be government tax incentives to those 
companies which train properly." 


“We must call the union for everything - the union does the 
training usually but we do most of our training in-house when we 
can." 


"There is a lack of good training geared to our requirements. 
There is also a general lack of post-trades training. Journeymen 
do not wish to attend basic or general courses. Courses must be 
specific and specialized to the requirements at each level." 


"we have an education department which provides the majority of our 
in-house training. Our professionals constantly upgrade themselves 
through courses." 


"We do over 200 hours of safety training." 


COMMENTS FROM RESPONDENTS page [4] 


"It is difficult to find employees with the right attitude toward 
their work. They have no pride in doing a good job." 


"There are too many free handouts and not enough personal 
responsibility." 


"We have no need for training as there has been no new hires in 
five years." 


"Each person should be able to find and get the right training that 
they require. People do not realize how important it is to better 
themselves. They need to get motivated." 


"We are lacking in people leaving the school system with basic 
mechanical skills. Those we hire seem to think that they know it 
all and resent the idea that they may need more training." 


"We need to develop some sort of self-directed learning to provide 
training for those in remote areas." 


"There is always room for improvement in employee skill levels." 


"Employees get more out of education and training if they pay for 
it themselves and have input into the design. The government 
should also be involved financially to re-imburse those that 
succeed, since an educated workforce is good for the entire 
country." 


"This survey format was very good. Perhaps more information should 
be gathered in the future to assess if training needs have 
changed." 


"Training should happen before someone applies for a job. The 
government should work with high schools and employers to train 
those in school." 


"The Canadian public has been taught to expect much more than they 
deserve from their employers compared to other countries. Canada 
is not globally competitive and is headed for a disaster." 


"Training is very valuable and important to business. It also 
boosts staff morale." 


"It is in the best interest of any employer to encourage their 
employees to enhance their skills and to learn new ones." 


COMMENTS FROM RESPONDENTS page [5] 


"The most important aspect of work is for the person to have a good 
attitude and to approach their work professionally. Skills can be 
taught later." 


"Most people who apply are lacking in very primary skills such as 
English and Mathematics. This is very alarming!" 


"Lack of time and money are always obstacles to training." 


"Funding of training programs should be a joint operation between 
and including employers, employees and the government." 


"Government, employers and educational institutions need to do a 
better job of training." 


"The government and unions are trying to tell tradespeople what 
kind of training to offer, but they have no idea what they are 
talking about. Employers are the ones who know what they want and 
need!" 


“we find that the format of most training is not responsive to the 
needs of the work environment." 


"Disreputable trainers and their programs have been a barrier to 
training." 

"Many new employees lack basic problem solving and decision making 
skills when they walk in the door. They also cannot comprehend 
change." 


"The benefits of training out weigh the costs of money and time 
spent." 


"Training courses should be developed with input from everyone." 
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